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ABSTRAAC

This monograph applies ideas from the field of role
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presented from hoth a group-centered and verson-ceniered position.
¥ithin the group-centered ana1y51s, organizations, work groups, and
comaunities are discussed, and types of social relationships are
delineated. In the person-centered analysis, situs and station
concepts are intreduced and discussed. Some of the dimensions of
roles useful in analyzing occupational structure are studied,
including orientation to group boundaries, span of association, and
dominance. Four independent variables—--culture, personality,
situation, and interaction--are introduced and their relationsh 11ip to
the occupational structure is described. The stuedy also covers
occupational role stresses, several theories of occupaticnal ranking,
and the dynamics of occupational behavior. Finally, a methodological
framework is suggested for research in occupations using the role
theorv aprroach, including attention to data-collection metkods,
interviewing, sampling, guestionnaires, and analysis. (Author)
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The preparation of the monograph entitled "The Structure of

Occupations: A Role Theory Approach" is the second project of the

Center for Occupational Education in which Dr. Frederick L. Bates has

participated. Earlier, in 1966, Dr. Bates presented a paper at the

Regional Seminar for State Leaders in Vocational Education on In-
Service Education which was held at Atlarta, Geergia, May 18-20, 1966.
The present monograph is an elaboration of ccncepts presented at the
Georgia seminar.

This monograph is illustrative of the research development

program of the Center. The interest is to produce and disseminate a

basic framework which may be useful in stimulating research and re-

lated activity toward the general problem cr topic. To effect this
interest, the Center convened a seminar which included occupational
education researchers and sociologists to explore the research and

development pctentialities and implications of an earlier draft of

Dr. Bates's monograph. The proceedings of the seminar served as an

input into the revision of the manuscript. The monograph now is being
distrubuted by the Center as a resource for further wock in the problem
of determining the extent to which the role held by incumbents in an
occcupation should be incorporated into the curriculum to prepare per-
sons for the occupation.

The manuscript for the monograph has been reviewed by a review

panel whose members include Dr. Robert J. Dolan, Professor of Adult

Education and Sociology and Anthropology; Dr. Charles V. Mercer,
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Associate Professor of Sociology and Coordinator of Research, Center
for OGccupational Education; Dr. Selz C. Mayo. Professor and Head, Depart-
ment of Sociology and Authropology; all of North Carolima State University
at Raleigh; and Dr. James E. Wall, Educationist and Director, Mississippi
Research Coordinating Unit for Vocational-Technical Education, Social
Science Research Center, Mississippi State University. The manuscript
was edited by Mrs. Julie McVay, Grant Research Assistant, and Mr. J. K.
Dane, Staff Editor, Center for Occupational Education. Special assistance
in preparing the manuscript was provided by Mrs. Sylvia Ray, Mrs. Nau
Adams, and Mr. William Ballenger of the Center for Occupational Education.
The Center acknowledges the contribution of these persons. In addition,
the Center acknowledges the assistance of Dr. Charles H. Rogers, Coordi-
nator of Services and Conferences, Center for Occupational Education,
and Dr. C. Douglas Bryant, Assistant Professor of Agricultural Educaticn,
North Carolina State University at Raleigh, in coordinating the project
and the seminar.

The Center is indeed grateful to the author of the manuscript for
sharing his insights into an avenue of research and developmer:t in occupa-
tional education with researchers in occupational education and related

fields throughout the nation.

John K. Coster, Director
Center for Occupational Education
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FREFACE

This moncgraph applies ideas from the field of "role theory"” to
the study of occupations. Since the version of this theory used in the
monograph is quite differernt from more traditionzl approaches to this
subject, it will be useiul to the reader to be able to place it in a nis-
torical perspective.

Although he was preceded by such theorists as George H. Meade and
Charles Horton Cooley in the use of the role ccncept, Ralph Linton is
usually credited with having given the concepts of status, role, and po-
gition their greatest popularity in the various sccial sciences. Linton
defined position and role as complementary concepts and regarded role as
the set of expectations prescribing the behavior appropriate to a posi-
tion occupant. To Linton, there was one role for every position. Some
confusion arcse out of Linton's work because his varticular wording led
to the possible interpretation that -ole ccnsisted of actual rather than

expected behavicr. It is clear in The Cultural Background. of Personality

that this wag not the case.1 Two distinct streams of definitional tra-

ditions devzloped from interpretations of Linton's meaning in The Study

2
of Man.” Omne group of socioiogists defined role as expectation while
the other defined role as behavior. Both groups, however, continued to

follow the practice of correlating role with position or status and

1Ralph Linton, The Cultural Background cf Personality, New York:
D. Appleton Century Company, 1945.

2
Ralph Linton, The Study of Man, New York: D. Appleton Century
Company, 1936.




continued with the formula of ome role with each position. A number of
scholars began to perceive two facts concerning the conceptions of po-

sition, status and role as given by Linton and his followers. First,

o~ 2

given the "one ¥oie, one position” formula, it was impossible to da2
with more than a dyad at any given time. Thus, parent-child or teacher-
pupil or merchant—customer relations could be discussed using role theo-
ry; however, more complex relationship systems were ruled out. Second,
if position and role were defined as Linton specified, role and position
or status became almost synonymous with each other and only one concept
was actually needed. If role were defined as expected behavior, then po-
sition became sheer location in social space and since no one could de-
fine the properties of social space, except through defining role re-
iations, the concept of position lost almost all of its meaning. If role
were defined as behavior, then as esoteric sleight-of-hand was being per-
petuated since the word behavior would serve perfectly well to refer to
behavior.

There began to appear mutant varietizs of role theory as these

conceptual inadequacies became apparent. The first of these was in E.

T. Hiller's Social Relations and Structures, where.Xilier abandoned the

concept of role altogether and used the concepts of position and status

to mean a set of expectations located at a point in social space.3 Hiller
apparently felt that only one concept was needed because location could

be specified by coordinates and need not be given a special conceptual

2
E. T. Hiller, Social Relations..and Structures, New York: Harper
ané Brothers, 1947.
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designation apart from the jdea of the expectations positioned at that
location. This is especially interesting in view of the fact that in
bis introductory textbook, written in the late 1920's, Hiller used the
ecncepts of status and role in almost exactly the same way as Linton.
Ylorian Znaniecki chose the opposite soluticn to Hiller and
abandonied the concepts of position and status in favor of the exclusive

use of role. This is seen in the posthumous volume Social Relations and

Sacial Roles.5 To complete the circle, Charles P. Loomis in Social

Systems hyphenated the concepts to become status-roles.6 The difficulty
with these solutions was that tliey solved the second problem mentioned
above, tut not the first. Given the Hiller, Znaniecki, and Loomis solu-
tions, we are still unable, using role theory concepts, to deal with more
than a dyad. It was.in response to this first problem that.the "multiple
role conception” emerged. It became apparent to this writer that, by
conceiving of several roles associated with a single position, we would
be able to deal with complex group structures. The arguments in favor
of this conception were presented in two articles published in Social

Forces. The first, entitled "Position, Status and Role" appeared in

-

4E. T. Hiller, Principles of Sociology, New York: Harper and
Brothers, 1933.

5Florian Znaniecki, Social Relations and Social Roles, San
Francisco: Chandler Publishing Ccmpany, 1565. '

6Charles P. Loomis, Social Systems, Princeton, New Jexsey:
D. Van Nostrand Company, Inc., 19€0.




1956 and outlined the deficiencies in rcle theory listed above.7 The
second was entitled "A Conceptual Analysis of Group Structure' (1956)
and presented the application of these ideas to group structures more
complex than dyads,8

The same solution apparently occurred almost simultaneously to
Neal Gross and Robert K. Merton. In 1958, Gross and his associates pub-

lished Explorations in Role,AnaZLysis,9 This book contained a multiple

role conception similar in many respects tc the one mentioned above. A

year earlier, Merton's revised edition of Social Theory and Social Struc-—

ture had appeared.10 In this volume, Merton outlined his "role-set" ideas
and elaborated these interms of such additional concepts as "status-sets"
and "status-sequences." Although there are a number of striking differ-
ences between the Gross, Merton and Bates versions of "multiple role
theory," they have several things in common. First, they recognize that
a person may perform a "set of roles" as the occupant of a single posi-
tion; and, second, all recognize the fact that a single individual occu-
pies multiple positions in society. By so doing, they provide an

avenue through which complex systems of relationships can be

7
F. L. Bates, "Position Status and Role: A Reformulation of Con-
cepts," Social Forces, Vol. 34, No. 4, May 1956.

8F. L. Bates, "A Conceptual Analysis of Group Structure,” Social
Forces, Vol. 36, No. 2, December 1957.

9Neal Gross, Ward S. Mason and Alexander W. McEachein, Explorations
in Role Analysis: Studies of the School Superintendency Role, New York:

John Wiley and Somns, Inc., 1958.

10Robert,K. Merton, Social Theory and Social Structure, (Revised),

New York: The Free Press, 1957,
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analyzed, and for this reason the "multiple role theory approach" was
chosen for application to the study of occupations.

This monograph is an attempt to apply my own theories concerning
role to the field of occupations. I am indebted to a large number of
people some of whom are teachers, personal friends, colleagues and former
students, others of whom are scholars living and dead upon whose published
work I have drawn heavily to build my own version of "role theory."

In this latter category, I owe particular thanks to Talcott Parsons
and Robert K. Merton from whose writings on functional analysis, under
the guidance of Nicholas J. Demerath, I learned about social systems and
about the functional form of analysis. I am indebted to Harold L. Geisert
and John Gillen, both former teachers, for their interest in status and
role and to Ralph Linton and E. T. Hiller whose writings first aroused
this interest.

In preparation of this manuscript I am particularly in debt to
Harold L. Nix who encouraged me to write it, assisted in developing some
of the ideas, and made many suggestions as to content. Thanks are due
to Alvin L. Bertrand, Selz C. Mayo and Albeno P. Garbin who reviewed and
criticized-the manuscript. H. Max Miller, who as a student at North
Carolina State University some thirteen years ago saw the ideas of the
writer begin to take shape and helped prepare the figures for the 1956
article, rendered invaluable assistance by aiding in the editing and
revision of this manuscript into its present form.

The author is especially indebted to the Center for Occupational

Education at North Carolina State University and to Charles Rogers,

i
!
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Douglas Bryant and John Coster for their encouragement and sponsorship

-of this project and for assembling a distinguished group of occupational

researchers to review and criticize it.
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CHAPTER 1

OCCOU.-sTIONS IN RELATION TO THE WOPLD OF WORK

Objectives

This monograph has two cbjectives: to supply a conceptual frame-
work for studying occupations; and to furnish a methodological guide for
employing those concepts in research activity. Where possible, these
two objectives will be pursued simultaneously; therefore, as concepts
are introduced and discussed, notes on data collection and methodology
will be given. A more detailed statement of methodological problems
associated with the study of occupations will be given in a final chapter
after the conceptual scheme has been presented in detail.

The general theoretical point of view towards occupations to be
followed in this manuscript is that of role theory. By employing
concepts associated with role theory, occupations will be defined and
their structure analyzed conceptually. Before proceeding to the task of
outlining pertinent role concepts, however, it is necessary to discuss
briefly certain broader problems associated with the study of occupations.
Two questions in particular need preliminary answers. First, the question
of how occupations are differentiated from nonoccupational work activity
needs to be dizcussed. Secondly, an answer needs to be supplied to the
question of how occupations are differentiated from jobs in work
organizations. Preliminary answers to these two questions will be

supplied in the following paragraphs.




Occupations aid NondEcupations

Webster's Unabridged Dictionary has the following to say about

the word "occupation": "Am occupation is that which occupies or engages
the time and the attenticn; the principal business of one's life;
vocation; business, . . . One's occupation is that to which one's time is
devoted or in which one is regularly or habitually engaged; employment,
which is often interchangeable with occupation, may also sSuggest what one
does in another's service."

As is obvious from Webster's definition, the word "occupation”
denotes employment or work and refers to an individual's principal
commitment of time and energy in the world of work. A major problem
which arises in dealing with the concept of occupation is that of
differentiating occupations from other activities to which human beings
commit their time and energy-

One possible soiution is to classify human activity into work and
leisure activity and then to confine the concept of occupation to the
world of work. There are certain obvious difficulties involved here.

Tt is difficult to differentiate between work activity and leisure
activity at all times because work and play activity assume a great
variety of forms. Human behavior in a given society contains infinite
gradations of activity from obvious recreation or play to obvious physical
drudgery or work. Similarly, it is infinitely graded from obvious
kinship-oriented behavior which does not involve work activity to obvious
economic activity in work groups and organizations. In every institu-

tional realm such as politics, religion, kinship, education, and economics,
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human behavior shades off from work activity or whatr might be cailed
occupational behavior to nonwork or nonoccupational activities.

Given these facts. the definition of occupation as a concept based
on the Aifference between work and pilay or leisure can only supply an
arbitrary means of differentiating between occupations and nonoccupations.
Since the definition must finally rest on an arbitrary solution, it seems
reasonable that the solution chosen should facilitate the gathering of
occupational data and irs analysis, rather than hinder it. The choice
to be made here in differentiating occupations from nonoccupations will
be purely arbitrary, and will be made to allow us to proceed with the
work of studying and understanding occupations- It is intended to allow
us to rule our the need to consider many types of human activity which
are of importance and significance to society but which might, at this
early stage in the development of our knowledge of occupations, divert
our attention from the central problems involved in this field. It is
aiso meant to rule out the need to consider ail work activity performed
by human beings in favor of considering only those "{xll-time callings
or trades and professions" to which human beings devore a major part of
their time in obtaining an income to be used in exchange for the various
necessities of life.

In this manuscript, an occupation will refer to a cluster of human
activities which produce some goods or services that are exchanged for
other goods or services or for money. Work activity performed for self-
consumption or for the direct benefit of household or family members will

not be considered an occupation. In other words, the housewife's duties
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as a member of the family ia cooking, cleaning, washing clothes, and
carrying on other productive work activity withia the family will not, .

under this definition, be considered an occupation. In a primitive

society lacking barter or exchange of goods in return for work activity, }
there would be no occupations according to this definition. The primitive é
hunter or fisherman or the subsistence farmer who hunts, fishes, or

farms in order to provide direct subsistence for his kir group would not,

under this definition, have an occupation. Consequently, work activities

for which an individual does not receive a wage, salary, or fee will not

be considered occupational activities.

Giver this definition, it is obvious that occupations can exist
only in a social system which has a modicum of social differentiation

built into its structure. For an occupation to emerge within the

structure of society, it is necessary for individuals to specizlize in
certain work activities for which they receive an income that can then
be spent in exchange for the products of the work activities of others.
Under this definition, the full-time commitment of individuals to certair:

activities in modern societies that are highly differentiated would be

ruled out for consideration as cccupations. For example, the full-time

student and housewife are excluded.

Occupations and Jobs

To say that an occupation is a cluster of behaviors which produces
some goods or service for which an individual receives an income in the

form of a wage, salary, or fee, moves us closer to differentiating
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occupations from nonoccupations. However, the concept of "occupation"
as it appears in the literature of sociology and in the speech patterns
within the society implies more than this. It implies, for example,
that the cluster of behavior making up the occupation has a more or less
identifiable, “traditicnal" content. If a man says he is a baker or a
blacksmith or a doctor or a bus driver, he is designating a set of
activities or behaviors that "traditionally" form a given occupatiomn.
This cluster of behaviors is typical of a number of people within the
society and describes the customary way in which a given product or
service is produced.

In a complex society such as ours most products or services are
produced in work groups or large-scale work organizations. In this
monograph, we will take the point of view that a job is a concept
referring tc an occupation as it is built into the structure of a given
work group or organization. Thus, the jobs cf secretaries in groups and
organizations, when viewed as a whole, become the occupation of
"secretary"; or the jobs of bakers in many bakeries, taken together,
become the cccupation of "baker." Given this point of view, it is obvious
that jobs also consist of clusters of behavior which produce some product,
good, or service, or contribute to the production of one, and that
individuals performing the behavior receive pay for it. The job, in

other words, is a position or cluster of positions in a group or organiza-

tional structure. It is a category appropriate for analyzing work systems

or work groups. The term occupation is a person-centered concept and

will be used to refer to a cluster of behaviors characteristic of an
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individual or class of individuals who hold certain jobs. It is &appro-
priate for analyzing the relationship of a person to the world cf work,
rather than for analyzing the structure of work groups and organizations.
Persons have occupations; work groups contain jobs.

In both cases we are faced with the analytical possibility of
generalizing from a number of individual cases to a class of cases. In
other words, if we were to examine a number of people who produced the
same product or service and generalized about the nature of the behavior
of these individuals, we would be able to make a statement about an
occupational category. Thus, we could examine a number of individuals

who are secretaries and refer to the occupation of secretaries in general

rather than that of a given secretary. Similarly, we could examine a
aumber of work organizations and select from them jobs in terms of the
product produced by the activity incorporated within the job and then
generalize to the class or category of jobs. Thus, we could examine
secretarial jobs in a large number of work organizations and refer to
the job of the secretary. If these two procedures were followed and the
description of the occupation of secretary and the job of secretary were
done with extreme care and accuracy, it would appear at first glance that
the two descriptions would be identical. However, this would not be true.
In examining the occupations of secretaries, one would ultimately have
to come to grips with the career pattern problem and problems of sociali-
zation of the individuai. He would not necessarily encounter these
problems in studying jobs in organizations.

For purposes of this monograph, only those human activities for

which individuals receive pay in one form or another will be considered
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to be occupations. In the discussion that follows, a careful attempt
will be made to m2intain analytical distinctions between the occupation
ad a concept appropriate to analyzing the behavior of individuals and
the job as a concept appropriate to analyzing the structure of work
srganizations.

Pexrson-Centered Versus Group-Centered
Analysis of the World of Work

Tn attempting to apply role theory to the study of occupations,
it is necessary to distinguish clearly between two forms of analysis in

which the concept of role is commonly employed. These two forms have

been introduced briefly in the paragraphs abcve. They consist of person-—

centered analysis and social systems-centered analysis. In person-

centered analysis, the concepts cf role theory are used to deal with the
relationship of the individual to the social system in which he partici-
pates. The analytical problem is to treat the individual as a total
system and to supply a means of viewing his participation in group,
organizational, communal, and societal activities. In the case of social
system analysis, the problem is different. Attention here is focused on
the functioning of groups and complex systems. The focus is not upon the
individual but on the group, organization or society as a total system.
In such analysis, the individual becomes an actor in the system rather
than a system to be analyzed in and of itself. Person-centered analysis
is essentially social-psychological and the problem is to see the
ipdividual as a system of behavior which persists through time and space,

having its own unity and internal processes. In the case of social
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system analysis, the group or the system itself is the unit of analysis
and the problem is to see this system as & total functioning entity which
persists through time and space.

In occupational research, either of these two forms of amalysis
can be employed. Focus can be directed toward the individual practitioner
of an occupation and toward the systems of activities and behaviors in
which he engages as a member of an occupation. In this case, person-
centered analysis would be employed. Group-centered analysis involves
looking at the work group or the work organization as a system and seeing
the way in which it produces its product or performs its service.

Perscn-centered and group-centered analysis are two sides of the
same coin, the difference between them being a matter of focus. Similarly,
occupational analysis and the analysis of work organizations using the
concept of jobs are two sides of the same coin. In most cases, it is
impossible to visualize occupations as existing without the existence of
jobs in work groups and organizations. Simila.ly, to visualize the
functioning of work groups and organizations, it is necessary to have a
concept such as that of occupation.

One other thing should be noted about the relationship between
the concepts of job and cccupation. Many jobs in work groups and
organizations are not associated with identifiable occupations. They are
unique to the particular organization of which they are a part and involve
a set of behavior found only in that particular organization. This is
particularly characteristic of work organizations in advanced techno-

logical societies where jobs evolve to meet the needs of a particular
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production situation. As a consequence, there does not exist within the
society a category of people who share a common occupation with respect
to these jobs. Because of this, it is reasonable to say that the study
of jobs in an industrial society is more general than the study of
occupations. The word occupation refers only to certain types of jobs,
namely, those which have occupants with identifiable traditional work
patterns.

The term occupation has been defined above in terms of a set of
behaviors through which a given product or service is produced. In
another sense, an occupation implies a set of skills or a set of learned
behavior patterns which have been incorporated into the personality of
a given individual. 1In this sense, an occupation represents a system of
latent or potential behavior. An individual with a given occupation is
presumed to know the behavior necessary for performing certain kinds of
work activities. Such learned skills or potential work behavior normally
are transferable from one work group setting to another. Thus, a person
who is a plumber, a welder, or a machinist, is a person who has learned
the behavior necessary to perform certain kinds of activities within a
work group setting and is able to perform these activities in many group
and organizational contexts. Particular jobs may call for only part of
the skills and learned behavior patterns implied by the occupation.
Indeed, a person may have an occupation without having a jobi This is

true of the unemployed, the retired, and, to some extent, the novice.
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CHAPTER 11
ROLE THEORY CONCEPTS AND THEIR APPLICATION

TO OCCUPATIONS

in the preceding paragraphs, occupations have been defined as
clusters of human behaviors that produce some product or service in
return for which an actor receives remuneration. Starting from this
definition, it is possible to defime an occupation as a cluster of roles
performed by a given individeal in return for pay. 1If the term role is
introduced in defining occupations, it becomes possible to apply various
useful concepts in the field of role theory to the analysis of problems
within the study of occupations. In the following paragraphs, the basic
concepts needed to apply role theory to the study of occupations will be
outlined by presenting a progression of concepts from the microscopic to
the macroscopic leve’ of human behavior. This will be done in such a
way as to maintain a ciear distinction between person-centered analysis

and social system or group-centered analysis.

General Frame of Reference

Before role theory can be applied adequately to the analysis of
occupations, it is necessary to assume a theoretical position toward
human behavior in general. The theoretical position to be taken here
begins with the assumption that human behavior, and therefore, occupa-
tional behavior is a dependent variable toward which sociological and
socizl-psychological analysis is directed. In other words, sociology

and social psychology attempt, through the formulation of theories and
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conceptual schemes, to derive and test hypotheses concerning the
causation of human behavior.

Social science attempts to explain human behavior in terms of a
set of independent or causative variables which, in interaction with omne
another, may be seen as the causes of behavior observed in human beings.
At the present time, sccial scientists agree upon at least four major
groups of independeant variables as being important in explaining human
behavior. They are, (as shown in Figure 1): (1) the cultural or cultural
structure variable, (2) the personality variable, (3) the situational
variable and (4) the social interaction variable.

This diagram shows that if we were to attempt to explain a given
human act, for example a secretary answering the telephone when it rings,
we would have to take into account the several independent or causative
influences on the behavior. First, it would be necessary to take into
account both the cultural variable which defines the ringing of the bell
as a signal to answer the phone and the cultural expectation that a
secretary in an office will answer it. The way in which she answers the
telephone, her tone of voice, the speed with which it is done, the
attitude assumed in the answering; in other words, individual variations
in the telephone answering behavior of many secretaries can then be
explained only by introducing the second, or personality variable. This
variable brings into the analysis jndividual differences among actors in

social situations and takes into account variation in their personal

traits and backgrounds. It allows us to account for variation in the

way cultural norms are viewed cr culturally prescribed behavior patterns
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MODEL OF BEHAVIOR CAUSATION

CULTURE

NORMS: systems oF
INTERRELATED NORMS AND
ROLES FORM CULTURAL
STUCTURE-

PERSONALITY

TRAITS: sysTems oF

INTERRELATED TRAITS INCLUDING
LEARNED ASPECTS OF CULTURE

SUCH AS ROLE DEFINITIONS.

SITUATION

OBJECTS: sysTems oF
OBJECTS PERCEIVABLE BY
ACTORS — INCLUDING OTHER
ACTORS.

INTERACTION

STIMULUS -RESPONSE

ACTION—REACTION SEQUENCES
AMONG ACTORS IN SITUATIONS.

FIGURE |

HUMAN ACTION

ACTS: CcOMPLEX SYSTEMS
OF INTERRELATED ACTS
PERFORMED BY MULTIPLE
ACTORS IN YARYINZ SITUATIONS.
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are performed by various members of the same society. A third variable
that must be introduced to explain behavior is the situational variable.

|
]
|
- . - 173 !
Simply put, a secretary camnnot, or will not, answer a telephone unless *
she is able to hear the bell ring, and the telephone is present within 1
|
1
1

the situation. Situational variables must be taken into account in

explaining individual actions or cystems of actions on the part of human }
beings. Finally, human behavior almost always takes place in groups and

involves interaction among human beings. What takes place in the !
telephone conversation that follows the answering by the secretary is j
interaction between her and the person calling. Although norms shape %
the appropriate responses called for and although the situation and
personalities of the individuals involved have influence on the behavior
performed, the course of action which takes place must be viewed as the
result of interaction among the people involved within the context of

the culturally-defined situation. Therefore, social interaction must be
introduced as a variable in explaining human behavior. Since occupational
behavior is one type of human behavior we will have to take into account
these four variables if we are to explain occupations (See Figure 1).

In order to apply this system to the study of occupations utilizing
concepts of role theory, it is necessary to identify, at the outset, the
units of human behavior which will be analyzed, and to identify the units
which apply to the four independent variables. Let us begin by assuming

that the individual act is the uait of which human behavior as a system

is comprised. Thus, human behavior consists of a collection or system
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of acts. Acts are real behavior performed by real people in real
situations and normally involve social interaction.

It is impossible to define exactly the size and form of acts
as behavioral units. At present, we can only say that an act consists
of a behavior which is considered to be a completed performance that
has meaning to the actor performing it. A man shaving performs an act,
which includes various sub-behaviours, such as, soaping the face,
scraping off the whiskers, removing the soap, and so forth. Similarly,
answering the telephone would be considered an act which involves
reaching for the phone, picking it up, and saying a word such as "hello."
In other words, an act has no pre-determined size or complexity but
must be defined in terms of the completion of an activity on the part of
a given person in a social situation. It must also be performable
independently of other acts which occur at different times and in
different situational contexts-

The units of which the cultural structure variable is comprised
are norms. The total culture of a society consists of a vzcy large and
interrelated collection of norms. A norm is the notion that a certain
kind of behavior is called for or expected in a given social situation.
Basically, there are three types of norms that can be identified. One
type calls for muscular or overt action and can be labeled "behavioral
norms.”" The second type calls for emotional responses and specifies how

and when a person is expected to feel about some external object, person,
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or behavior. This type can be labeled an

occasion takes the form of a social value. The third type of norm calls
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for a given kind of thought pzctern or belief on the part of the
individual, or for the pessession of certain information. It is a form
of mental behavior. These can be labeled "thought norms" or “cognitive
norms.” In other words, culture contains a set of ideas about how people
ought to behave, feel, and think in social situations

Personality, for purposes of this analysis, consists of traits
which form systems of qualities that are interrelated in a dynamic way.
Some of these traits are biological in nature. Others are psychological
in nature, and still others are sociological or cultural.- The individual
personality may be seen as possessing a number of traits, some of which
involve the previous learning of the culture of the society and the
values, beliefs, attitudes, and norms which form a part of the cultural
system of that society-

Situation, for purposes of this analysis, consists of all those
objects in the environment that the actor perceives,2 The objects in
the actor's situation may be natural objects, culturally structured
objects, or other human beings. Therefore, the situation for the actor
consists of all of those things and events external to self that are
perceived by him, whether these objects are other human beings, cultural
items, such as desks, telephones, machines, and buildings, or parts of

nature, such as animals, trees, flowers, plants, mountains, streams,

1Talcott Parsons and Edward A, Shils, Toward a General Theory
of Action, Cambridge: Harvard University Press, 1951, pp- 4-6.

2Kurt Lewin, Field Theory in Social Science, New York: Harper
and Brothers, 1951, pp- 238-304.
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and so forth The situation has both a time and space location in which

the objects exist and are perceived by actors-

Interacrion as a variable has as its basic particle the stimulus
response unit. In other words, interaction in its smallest form consists
of a stimulus behavior on the part of one actor to which another actor
responds  Interaction, like personality and situation, 1s shaped by the
culture Cultural norms call for behavior that acts as a stimulus and
defines appropriate responses- Similarly, in interaction the personality
of individuals comes into play and part of the stimulus and response
must be accounted for in terms of the impact of one personality upon
another Different circumstances or situations also affect interaction.
These four variables, taken together, will be regarded as a system

of interacting variables which are arbitrarily designated as independent

for purposes of this analysis. Each one, for other purposes, could be

3Talcott Parsons, The Social System, Glencoe, I1linois: The Free
Press, 1951, pp- 3-23. (Parsons identifies three systems which contribute
to action as the dependent variable: social systems, personality systems
and cultural systems. He sees these functioning in a situational
content-)

Pitirim A. Sorokin, Society, Culture, and Personality, New York:
Harper and Brothers, 1947, pp- 63-64. {Sorokin deals with society,
culture, and personality as major variables effecting human behavior-)

Raymond Firth, Elements of Social Organization, Boston: Beacon
Press, 1951, pp- 30-40- (The distinction between socio-cultural structure
and social organization used in this monogiaph is based on Firth's ideas.)

George Homans, The Human Group, New York: Harcourt Brace and
World, pp. 32-40. (Homans identifies activity, interaction and sentiment
as major variables for use in analyzing group behavior. Later he
introduces norms as a factor. There are some rough similarities between
the Homans approach and that used in this monograph if one remains at
a small group level of analysis.)

(The four variable scheme used here is a blend of the approaches

of the four people mentioned above.)
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considered a dependent variable. For example, personality as a dependent

variable must be regarded as among other things a result of culture,
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R e U Ay b el by

situation, and interaction.
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Role Theory Concepts

Roles

Let us now return to the concepts of role and occupation. We
said earlier that an occupation may be regarded as a system of roles
performed by an actor for pay. Roles need to be defined in two ways:
in terms of ideal behavior or cultural structure, and in terms of real
behavior or actual performance. A role as ideal behavior consists of

a set of norms and is therefore a part of culture. As real behavior,

it consists of a set of acts. An occupation as ideal behavior consists
of a set of norms and is an element in culture. As real behavior, an
occupation consists of a set of acts that are a product of culturally
defined roles, personality, situational and interactional factors.

In one sense then, an occupation is a cluster of norms that
defines the kind of behavior expected of, or appropriate to, a person
with a given kind of job. In a second sense, an occupation may be
aefined as a set of behaviors performed by practitioners in work

situations. 1In order to study the impact of the ideal structure of a

role or an occupation on the real structure of a role or an occupation,
it is necessary to keep in mind the theory of human behavior outlined
above and to make a basiz, theoretical assumption. This assumption may

be stated as follows: an act may be viewed as a product of a norm, if
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we hold constant thke variables of perscmality, situation, and interaction.
In other words, 2 nomm may be said to lead to bekavior if the proper

traits of personality are present, if the proper objects are present in

the situation, and if the stimulus response sequence necessary to support

S

the norm is present. This theory is diagrammed in Figure 2, and mav be
read as "norms lead to acts if personality, situation, and interaction
are neld constant.”

We have said that roles consist of clusters of norms in the
sense of ideal roles and clusters of acts irn the sense of real behavior.
Before we can analyze the relationship between norms and acts, it is
necessary to have some way of knowing when a given set of actions is
; é related to a given set of norms. To do this, the idea of function is
introduced. A function, for present purposes, may be defined as the
consequence or outcome of & set of behaviors for the social system in
which the behavior is lodged. 1In one sense of the word, & function
designates the desired end-product of a set of behavior. We could,
for example, refer to welding as a function. In this sense, welding
is the joining of two pieces of metal by melting the metal to create
P a seam. A set of behavior, called welding behavior, produces the
finished seam.

3 ; Using the concept of function, it is possible to define the

structure of a role as a cluster of norms organized around a function

that one person performs with respect to another person or cbject in

a given social situation. Role behavior, then, would consist of a set
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NORM-ACT RELATIONSHIP

N-NORM

A-ACT
P—PERSONALITY
S—SITUATION
I—INTERACTION

MEANING : NORMS LEAD TO ACTS GIVEN APPROPRIATE
FERSONALITY, SITUATIONAL AND INTERACTIONAL
COMPONENTS.
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of actions organized around the performance of a given function in 2
given social situation.
Using the idea of function, we can relate the norms that exisct
within the role structure of the society to the behavior which performs
the same function. Fcr example, we can examine the norms and compare

these to the acts involved in the actual process of welding. In so

4"Role Theory," has multiple origins as a conceptual scheme. |
Most modern conceptions owe a good deal to the thoughts of Cooley and .
Mead for ideas about the relaticnship of rcles to personality and 1
to behavior and to Ralph Linton for the relationship of the role—-status- |
position ideas to culture on the one hand and social organization on the |
other. Linton's few phrases in the Study of Man have had a major impact
on later formulations and because of ambiguity in language have resulted
in a wide variety of interpretations and definitions- Role Theory in
its newest and most complex form can best be seen in the work of Merton
on "role sets,”Gross, in Explorations in Role Analysis and in various
articles by the author of this monograph. The Merton, Gross, Bates
conceptions bare the common characteristics of recognizing multiple
roles assigned to a given person as a member of a single group. The
multiple role approach represents a conceptional break-through which
allows the treatment of large complex human groupings. The Linton-like
conception leads the analyst to dealing with a dyad. Using the Linton
approach, anything more compiex has to be analyzed as a system comprised
of dyads. The following are a few key references on role theory:

Linton, Ralph, The Study of Man, D. Appleton Century
Company, New York, 1936, pp. 113-131.

Linton, Ralph, The Cultural Background of Personality,
D. Apnleton-Century Company, New York, 1945,

pp. 77-82.
Merton, Robert K., Social Theory and Social Structure,
Revised, The Free Press, New York, 1957, pp- 368-384. ﬁ

Gross, Neal, Ward S. Mason and Alexander W. McEachern, 3
Explorations in Role Analysis, John Wiley and Sons, Inc., ;
New York, 1958, pp. 11-70.

Biddle, Bruce J., and Edwin J. Thomas, Role Theory, John
Wiley and Sons, Inc., New York, 1966, pp. 23-32.

Nadel, S. F., The Theory of Social Structure, Cohen and
West, Ltd., London, 1957, pp. 23-32.

Bates, Frederick L., "Position Role and Status, A Reformulation
of Concepts,"” Social Forces, Vol. 34, (May, 1953),

pp- 313-321.
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doing, we can still work within the framework of the theory presented in
Figure 2, but we can now translzte it into the form showm in Figure 3.
In this way, we can say that the normative structure of the role results
in structured behavior in the form of acts, if we hold constant the
intervening variables of personality, situation, and interaction.

The norms that form the role structure represent a kind of
"blueprint” for performing a givean function. Role behavior, on the
other hand, consists of real actions which may conform, more or less,
to the "blueprint” supplied by the role structure. By introducing the
idea of function into the conceptual scheme, we are permitted to move
back and forth between real behavior, which performs a given function,
and ideal behavior which offers a cultural blueprint for performing the
same function.

To simplify exposition, in the following paragraphs we will
discuss only the ideal structure of roles and systems comprised of roles,
it will be understood, however, that at every point along the way the
same kind of parallel can be drawn between ideal behavior and real
behavior, that has been drawn at the level of the individual act and

norm on the one hand, and role structure and role behavior on the other.

Positions

In most group situations a given individual performs a number of
functions and therefore may be said to have a number of roles assigned
to him. For this reason, we need a concept which permits us to talk
about the individual's place in the structure of a single group. The

term generally used by sociologists to do this is social position.
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ROLE AND ROLE BEHAVIOR

DEFINITION: A ROLE CONSISTS OF AN INTERRELATED SET
OF NORMS ORGANIZED AROUKD A FUNCTION PERFORMED BY ONE
ACTOR TOWARD ANOTHER.

FIGURE 3
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A social position consists of a set of roles asgigned o the same

person for performance in a given group situation. In the structure of

P

a given group, there is one position for each menber of the group-

© s -

Depending upon the type of group iamvclved, several individuals may occupy

positions with identical structures. Nevertheiess. it is assumed that

AR 1 3 nled

for every person who is a member of a group there exists ons, and only

one, position in the structure of the group. It is further assumed that
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each position consists of a cluster or system of roles assigned to one
person for performance in a particular group. Figure 4 shows the
relationship between the concepts of position and role. The elliptical
figure represents the social position of a person in a group structure.
The large segments within the ellipse represent roles, and tilre smaller
segments represent norms organized around different functions performed
by the same persor in the same group. To illustrate this conceptual
scheme in terms of an occupation, let us think of the position of a
secretary in an office group.

The secretary in this example occupies a positicm in a two-person
group consisting of herself and her boss. This position consists of a 'f

number of roles, one role for each different function she performs in

the structure of the group. The question of which roles exist within

the secretary's position then becomes one of what different functions

she performs and what clusters of norms or behavior expectations exist
around these functions. Let us assume that this particular secretary

has the following functions assigned to her: (1) typist, (2) stenographer,

(3) file clerk, (4) bookkeeper, (5) receptionist, {(6) telephone operator,
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(7) supply clerk, (8) subordinate and (9) employee. According to our
definitions, each one of these functions wouid have a number of norms

organized around it that specify types of behavior which, when performed,

will result in the function being produced. Thus, the function of typist

has a number of behavinr expectations clustered around it that are
learned by the secretary and specify how to perform the function of
typing. The typist role, then, consists of a cluster of norms which
call for a rather complex set of behaviors involving the use of machianes
and other paraphernalia. It also specifies certain prescribed forms for
puttin? things on paper, such as letters, outlines and documents.

The stenographer function consists of taking shorthand notes for
transcription. It also involves a complex set of behaviors organized
around getting a function performed. Similar statements can be made

about each of the remaining roles listed. Each role has a set of

behavior expectations organized around it that define the kind of actions

appropriate to performing the function. The roles consist of behavior
expectations Leld by the secretary toward herself, by her boss, and by
other members of the society who are familiar with the occcupation of

secretary.

A word needs to be said about two of the roles included in the list.

The role of subordinate consists of behavior expected with respect to
the boss in the process of giving and receiving instructions, orders,

directions, and so forth. There are norms that tell the secretary how

to act as a subordinate to a supervisor. The role of employee contains a

number of expectations organized around being employed by an organizatior
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and contains norms vregulating such things as leave, time for arriving at
work, pay and sick benefits.

This example, which was not taken from actual research but from
recollections of the kinds of behavior involved in office situations,
illustrates the relationship between the notion of a social position and
a social role. The important point is that, in a given group, an
individual usually has a number of different functions to perform and
therefore has a cluster of roles assigned to him.

A similar kind of analysis can be made for any social position
in any group structure. For example, let us consider a gas station
attendant or operator and ask what roles exist within his position.

The following list suggests roles that might emerge from research on gas
stations: (1) the pump operator role, (2) the cashier role, (3) the
mechanic role, (4) the janitor role, (5) the supply clerk role, (6) the
buyer role, and (7) the salesman role.

From the above discussion, it can be seen that roles form units
in the structure of social positions which in turn form units in the
structure of groups. It is conceptually desirable to distinguish between
various functional roles that make up the position of a person in & group
rather than treat the entire set of behavior expected of an actor as
though it were a single homogeneous unit. Dividing social position into
roles makes it easier to deal with several aspects of human behavior.
First, it is easier to deal with the processes involved in social

differentiation. For example, in the case of the secretary, it is

possible to study an office situation and discover that over a period of
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time the roles listed for the particular secretary in our example have
been allocated to different individuals. 1In other words, one role or
set of roles may be transferred from one position to another, leaving
intact the remainder of the social position. We may suppose that in the
office described, a person was hired and assigned the function of being
bookkeeper and file clerk. Two entire roles might be removed from the
position of the secretary and assigned to the new employee, forming a
new social position around these roles. By visualizing a different role
for each function, it is possible to deal with this type of social
differentiation in a more *ogical and consistent fashion.

Careful examination of human behavior in social situations will
reveal, furthermore, that when we introduce the variables of time, place,
ego—actor, alter-—actor, and function into our analysis, roles will vary
according to each one of these dimensions. It is easiest to illustrate
this statement using the "place" variable. In the case of the secretary,
the typist role is performed in one location within the office, at the
typing desk where the typewriter is located. The stenographer role is
performed in a different location, usually at the boss's desk. Similarly,
other roles are performed in different physical settings., There is a
separation in physical space among the behaviors that result from
different role expectations. Similarly, when time is considered as a
variable, it will be found that roles may be phased in sequence and
separated by temporal space. For example, in the case of the gas station
attendant, he performs the pump operator role in one segment of time and

ther the cashier role at a later point in time. In still another segment
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of time, he may perform the role of buyer for the business establishment
for which he works. If we were to examine complex systems of roles, we
might find that a secretary performs the role of typist for one person i
and the role of bookkeeper for another. In this case, the alter—actors
toward whom the roles are performed vary.

The »ajor reason for conceptually differentiating roles, however,
is the functional reason. Roles consist of behaviors that perform a
unique function. Since this is true, it is possible to differentiate

roles from one another, to assign them to differernt people, to shift

i e -

them from one part of the social system to another, to isolate them

temporally and spatially and still have the functions performed.

Against this background, it is apparent that jobs and occupations
consist of clusters of roles that imply a number of functions performed
by the same individual. Similarly, they involve differentiation of a
number of functions performed by the same individual within the context
of work situations. The various functions around which roles are
organized in a given occupation are usually related to each other in
terms of the various aspects of behavior necessary to produce some é

product or service and to relate the production of this product or

service to behavior performed by other people in group situations. This

means that a social position, which in a sense represents a part of an
occupation or a job in a work group, consists of a set of interrelated

roles that form a dynamic system.
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Strain Toward Consistency Among Roles

Two assumptions are made about the contents of roles and positicns
that need to be made explicit. The first assumes that between and among
the various norms that are organized around a function to form a role,
there exists a strain toward consistency, that is, s tendency for the
norms tc become mutually supportive and internally consistent with one
another. Similarly, it is assumed that within a given social position
there exists a strain toward consistency among the contents of various
roles that make up the total position. This strain operates in such
a way that if a change occurs in one of the norms related to a given
functicn, it will result in changes in other norms related to and
organized around the same function,

The strain toward consistency is based on the fact that all
contents of a system, such as a role or a position, are directly linked
to, and affect, all other contents of the same system. Later on in this
manuscript, we will discuss the idea of role stress and strain. At that
time, it will become apparent that the strain toward consistency is based
on the processes through which role strains and stresses are eliminated
from social systems. The reasoning to be used can be summarized briefly
as follows: when the contents of a given role become inconsistent with
each other, a role stress arises. For example, the stress called "role
conflict"” occurs. This stress or conflict is punishing to the actor
attempting to play the role. Since actors are assumed to react negatively
to punishment and will therefore attempt to eliminate it, they will act

in ways to reduce and eliminate the stress or conflict. When such stress
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or conflict is eliminated, a new consistency will be established among

the contents of roles. Therefore, the strain toward consistency is

-y
v

based on a tendency of human actors to attempt to avoid or eliminate

role conflicts or stresses when they arise.

Norms, Roles and Positions as Conceptual Building Blocks

The concepts of norm, role, and position are fundamental concepts

o e R 5 et 8 4
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" in the two forms of amalysis discussed abouve. They serve the purposes
of person-centered analysis and social systems-centered analysis equally
well. This can be seen by examining the nature of the concept of social
E position. As a concept, social position refers to a unit of participation
Efi*' by a given individual in a given group. In a sense, it represents his
ii E membership in that group and his obligations to it in terms of normative
expectations. 1In another sense, it stands for his behavior within that
group in relation to other peonle in it.
The concept of position, it must be emphasized, is defined in such
2 way that (1) there is one position in a group structure for every member,
and (2) the concept "position" represents his total participation in a

particular group. It is apparent, however, that every individual in

RO S T

society participates in more than one group. As a matter of fact, most

individuals belong to a large number of diiferent groups. For each

group membership, the individual occupies a separate and distinct social
position consisting of a separate and distinct system ci roles organized
around different functions performed in these various group settings.
To illustrate simply, the family of a given individual represents one

group. In it he might occupy the position of father and husband. A work
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group in an organization represents another group, in which he might
occupy the position of welder in a welding shop. A neighborhood men's
poker club represents still a third group, in which he occupies still
ancther position, and so on. Since every individual occupies multiple
positions, it is apparent that the structure of groups and the partici-
pacion of individuals in society must be analyzed using two diiferent
sets of concepts. The concepts of position, role and ncrm, however, can
be used as "building blocks" to create higher order concepts. This can |

be done because a social position represents simultaneously a unit of

structure in a group and a unit of behavior for the actor. Groups and

multi-group systems are one kind of set composed of social positions.
Let us examine this kind of set and compare it to person—centered sets

of social positions.

S S5

A group structure consists of several positions each of which is
occupied by a different actor. 1If we project our reasoning, a multi-group
system consists of several groups containing many positions occupied by
different actors. These positions are organized into group structures
that are linked together in various ways to form a complex system such

as an organization, community or society.

5Merton's concept of Status—Set is similar in some respecc to the
idea of situs. Merton, however, does not relate his ideas of role-sets
or status-sets to specific group and organizational structures. The
various roles in a role-set irn Merton's sense may be played in a variety £
of groups. In our terms.a position is a set of roles all part of the '
same group structure. Similarly, a Mertonian status set may contain
positions or statuses in any number of different organizations. Some
may be kinship positions, other work positions, etc. In our sense all
positions in a situs have to be in the same organization-

See Robert K. Merton, Social Theory and Social Structure, Revised,
New York: The Free Press, 1957, pp. 368-384.
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If we trace actors rather than the structures of groups and
complex systems, we begin to discern the need for concepts that apply to
a svstem or set of positions occupied by the same actor rather than to a
system or set of positions forming a particular group. For example,
if we analyze the participation of a man in a kinship system, we will

discover a complex set of positions, ail occupied by the same person.

Each position cxists within the structure of a different group. For
example, in the familv consisting of his wife and his children, a man
occupies the position of husband and father and plays roles appropriate
to his relationship to his wife and children. 1In another kinship group.
the one into which he was born, he occupies the position of son and
brother and plsys roles in relationship 2 his father, mother; brothers,
and sisters. 1In a third kinship group, he occupies the position of
son-in-law and brother-in-law. and interacts with his wife's parents and
siblings. 1In other kinship groups, he occupies positions such as nephew
or uncie. and so forth. If we examined a given person's participation
in the entire kinship system, we would discover a system or set of
positions all occupied by the same person. each positicn existing within
a different group structure in a complex system of groups. This set of
positions, all occupied by the same actor, is a different kind of set
from the one making up the structure of a group or organization. Groups
are sets of positions occupied by different actors- Since this is true,
the structure of a group or organization cannot be desecribed using the
same "position sets" used in studying participation by an individual.

It is for these reasons that it is necessary to conceptualize the two
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forms of analysis labeled person-centered and group-ceantered analysis
separately.

In the next chapter, we will outrline the concepts necessary to
analyze social systems using system-centered anzlysis. After completing
this task, we will return to person-centered analysis and outline a set
of parallel concepts that will cenable us to deal with the participation
of individuals in complex systems. After outlining these concepts, we
will turn to the task of applying them specifically to the study of
occupations and jobs. Figure l0a(page 60) presents a complete diagram
of the two forms of analysis which will now be discussed and will serve

to illustrate the ideas pres<ated as they emerge in the discussion.
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CHAPTER IiI

GROUP OR SOCIAL SYSTEM-CENTERED ANALYSIS

Groups are particular kinds of social systems. They are systems i

in which every actor has a direct relationship to every other actor.

Other social systems, such as complex organizaticas or bureaucracies and

|
i,

communities, are couprised of social positions occupied by actors who
may te indirectly related to each other through chains or systems of
relationships. The primary differentiating characteristic of a group is
the fact thkat it represents a closed and fully articulated system of
social positions and roles in which every member is expected to interact
at one time or another with every other member.

Groups have boundaries that separate them structurally from other
groups. These boundaries are conceptually established by the notion of
a completely articulated set of relationships. This means that every
position in the structure of the group system has a direct role reiation—
ship to every other pesition. (See Figure 5.) By direct, we mean that
the actor who occupies each position plays at least one role toward every
other person in the group. These roles need not be played in face-to-face
relaticaships, but they must be played in such a way that there is no
intermediate party involved in the transfer of functions or behavior
E between one person and another.

Roles always come in complementary pairs. For every role there

 ° is a complementary role toward which the behavior implied is directed.

6 . < )
Frederick L. Bates, "A Conceptual Analysis cf Group Structure,"

s Social Forces, Vol. 36 (December, 1957), pp. 103-111.
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Examples of such complements are found in role terminciogy referring to
such relationships as provider-dependent, supervisor-supervisee,
salesman-customer, doctor-patizni, and so fortk. It is not necessary at
this peoint to discuss in destail the logic with whichk group boundaries
are established. Simply put, this logic amounts to saying that any
person who does not bear a direct relationship through role complement
to every member of a given group cannot be included within that group
structure. If, for example; we are dealing with a factory im which a
number cf work groups such as a welding shop and a machine shop are
present, and the supervisor of the welding shop is expected to interact
with the supervisor of the machine shop, his interacticn with the
supervisor of the machine shop is not sufficient to permit us te include
him as z member of that group. For the supervisor of the welding shop
to be considered a member of the machine shop, he must have direct,
reciprocal, or complementary role relationships with every member of
that shop. When members of two groups are expected to interact as
representatives of those groups without involving every member of the
two groups in the interaction, it is necessary to visualize a third
group. In the case of the welding and machine shops discussed above,
this third group consists of pesitions occupied by the supervisors in
relation to each other. Such a group is called an "interstitial group”
and exists in order to join together two "elemental groups’ that are
part of the structure of the same organization. (See Figure 6.) Through
interstitial groups, elemental groups are linked together into complex

structures, and chains of indirect relationships are created that permit

gl by
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the flow of information and functions of other scrst> through a complex

system.

Occupations in Relation to Work Groups

Most occupations are practiced in work groups that normally include
persons with both similar and dissimilar occupatioms. All occupations,
because they represeant specialized work behaviors that are part of 2
larger social system, must necessarily involve their practitioners in
social relationships with other actors. Even those occupations normally
practiced by a lone worker, such as the artist, necessarily involve their
practitioners in relationships with suppiiers of raw waterials and with
customers or clients.

In order to describe any occupation, it will thereiore be necessary
to study the way that occupation is related to groups. To describe the
relationship of an occupation to a group, the concept of social position
is used. The position occupied by the practitioner of an occupation in
a work-related group corrésponds to the occupational behavior related to
that group. Since, in societies such as ours, most occupactional behavior
takes place in large-scale multi-group organizations, it is necessary to
understand the structure of organizations before discussing the place of

occupations in that structure.

Organizations as Multi-Group Systems

An organization is a complex structure comprised of a number of

groups joined together into a common system. In an organization,

elemental groups are linked together by a system of interstitial groups
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to form a single organizational structure. (See Figure 6.) In order to
understand interstitial groups and the way in which they link elemental
groups together, it is necessary to introduce some new terminology with
respect to roles.

There are two types of roles that need to be considered: (1)
intramural roles and (2) extramural roles. An intramural role is one
that requires an actor to perform behavior totally within the boundaries

of a given group. An extramural role is one which requires an individual

to leave the boundaries of one group and enter the boundaries of another

in order to secure some kind of function, goods, or services needed and
then return it to the groups in question before he can perform the role
itself, (See Figure 7.) In modern, industrial society, the role of the
father-husband as provider within the family is an example of an extra-
mural role. In order for a father and husband to provide for his family,
it is necessary for him to leave the family group and seek employment or
income by assuming some occupational position in work groups or organi-
zations outside the family. The provider role is extramural, since it
requires behavior outside of the group in question. In contrast, the
father-husband's roles as sex partner with respect to his wife or
disciplinarian with respect to his children are intramural roles since
they may be performed within the group.

Extramural roles have the consequence of linking several groups
together through the sharing of a common member. The work group is
linked to the family because the provider role requires the same person
who is father-husband to become welder or supervisor of the machine shop,

and so forth.




e

Al o s 1 v et

-* FOR A DISCUSSION OF THESE CONCEPTS SEE

40

INTRA AND EXTRAMURAL ROLES

3
REFLEXIVE RELATIONSHIP

EXTRAMURAL ROLE

EMPLOYEE ROLE

WORK GROUP

PROVIDER ROLE

FAMILY

GROUP
BOUNDARY

INTRAMURAL ROLE n
BILATERAL RELRTIONSHIP

/

SUBORDINANT
ROLE

SUPERORDINANT
ROLE

WORK GROUP

CHAP. IX¥ .

FIGURE 7




41

In an organization which has a welding shop and a machine shop,
there may exist within the position of supervisor of each shop an extra-
mural role which requires that persom, in order to perform supervisory
functions within his individual shop, to leave the boundaries of the
shop and interact with other supervisors of other shops within the
organization. Consequently, there would exist within the structure of
the supervisor's position a role which is extramural. This role places
him in a group structure different from the one in his shop and in which
he would occupy a different position. In this other position, he would
jntsract with other supervisors. The new group, created in this way,
would be an interstitial group.

In Figure 8, the diagram illustrates this organizational relation-
ship. The two groups at the bottom of the chart represent the shops we
have been discussing. The one at the top represents the front office
where the president of the company, his secretary and his assistants are
located. Each shop and the front office are called elemental groups.
The group outlined between them and joining them is an interstitial
group. In this group, two supervisors and the president of the company
form a committee-like cosrdinating interstitial group within which plans
are made; orders, directions and instructions are passed on; and other
activities are carried out. These activities result in coordinating or
synchronizing the behavior of various people in various groups in the
organization.

It is important in the study of occupations to realize that persons

who are members of organizations normally occupy several positions in the

et W s
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structure of the organization. 1In the case outlined here, the supervisor
of the welding shop has at least two positices, one as supervisor within
that shop, and the other as a kind of co-supervisor, or foreman, in a
scoordinating group which includes people other than members of the machine
or welding shops. In most organizations, every individual occupies more
than one position siace he participates in more thkan one group.

in order to analvze the job of a person in an organization, it is
necessary to visma2li-zc several positions, located in a structure of
several groups, as being included within the structure of a job. In the
case discussed above, the job of supervisor of the machine shop implies
at least two positions in different group structures. A littie thought
will produce the realization that in complex organizations the jobs of
certain individuals may contain dozens of different positions in
different group structures. This can be illustrated by the case of the
coilege professor. One position occupied in the structure of the
university by a college profescor is in the faculty group of the depart-
ment to which he belongs. This position implies a szt of roles performed
toward other faculty members and toward secretarial staff members of
that particular department. A second, third, and sometimes fourth
position is occupied within classroom groups comprised of the professor
and his students. The roles played by the professor in the classroom
are different from the set of roles he plays toward other faculty members

in his departments. In addition to the groups mentioned, the professor

might be a member of one, two, or three faculty committees in which he

has a different set of roies to perform, toward a different set of people,
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from thos< performed in the department or in the classroom. Similarly,

he occupies positions with respect to such groups as the registrar's

office, the treasurer's office, the computer center, the library, and so ]
forth. Wherever it is possible to discern the fzculty member interacting 1

with a different set of peorle in the context of a different set of

roles, it is possible to identify a group structure in which he occupies

a position. His total position within the organization consists of a
large cluster of positions all occupied by the same person but located

within the structures of different groups.

An important point in the study of occupations and jobs is the
idea that a job can consist of a number of different positions occupied
by the same person in different group structures within the same
organization. Occasionally, a job will include positions in severai
different organizations or in groups outside the organization that
employs the worker. The positions occupied by a salesman for a given

-

company -~ let us say a salesman for an automobile agency - contain

extramural roles that require the salesman to leave the boundaries of
the coupany itself and occupy a position and play roles in relation to
customers. This salesman-customer relationship exists in an irnterstitial

group that stands between a family and a business firm or between one

business firm and another.

As we shall see later, some occupations have structures that
consist not only of a cluster of peositions that exist within a given
organization, but also of positions that exist cutside a given organi-

zation in the structure of a community. This is true of all occupations
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that involve client or customer relationmships. Because occupations and
jobs contain roles in the larger community, it is necessary to continue
our analysis of social systems to the level of the community and to
define broadly what the struciure of a commurity is like in relation to
occupational 2analysis.

When a person is required by an extramural role contained in a
position in one group to occupy a position in a totally different group
a relationship is created between two posizions in two different groups.
This relationship exists because the same actor occupies the two positions
and because an extramural role in one requires him to occupy the position
in the other. This kind of relationship is called reflexive. 1In
contrast to it, another form of relaticnship exists between two positions
occcupied by different actors in the same group. Here, different actors
are required by their roles to interact with each other. Such a
relationship is called a bilateral relationship. Thus, in Figure 8,
a reflexive relationship exists between the position occupied by the
supervicor of the welding shop in that shop and the positioa he occupies
in the interstitial group. A bilateral relationship exists between his
position in his shop and the positions occupied by other members of the

shop.

The Structure of Communities

The community is a social system that contains within its
structure, groups as independent entities and complex organizations or

multi-group systems. A community consists of a system of groups and
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organizations that are joined together in a complex network of social
relationships. In afiempting to understand the structure of communities,
it is therefore important to consider the kinids of relationships that
exist between and among groups and organizations that form units in
community structure. By employing the notions of extramural roles and
interstitial groups, it is possible to visualize how communities are
created from small groups and multi-group systems. To aid us in this
process, it is necessary to make several observations about the nature
of groups and organizations. In speaking of groups in the following
sentences, we will be referring only to what we have called elemental
groups, and particularly to those elemental groups that are not joined
to other elemental groups to form an organization. Such groups and
organizations consist of a number of people who occupy positions and
play roles that are organized around producing some common product or
2ccomplishing some common function. The structure of such social
entities as groups or organizations represents a division of labor among
the members. In the case of elemental groups, the division of labor
takes place among the various positions that form the group structure.
Each position contains specialized roles that actors perform within the
group. 1In the case of organizations, in addition to this within-group
specialization of actors, there exists a between-group differentiation
and specialization of functions.

This means that groups such as families, which are elemental
groups, specialize in producing certain functions both for their members

and for the larger system of which they are a part. Their specialization
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in the production of these functions creates a situation wherein they

are dependent on other groups and organizations within the larger social
system. They must depend on others for functions that they themselves

do not produce because of their specializaticr. Within organizatiors,
the same kind of situation exists among elemental groups. When we speak
of a welding shop and a machine shop as being parts of the same industrial
organization, we are speaking in terms of groups that specialize in the
production of some function for the larger organization. Obviously,

such groups are dependent upon each other for the production of other
parts of the functions that are necessary in producing the organization's
product. GSimilarly, if we were to examine organizations as total
entities, we would find that they are specialized in terms of the kinds
of functions they preduce for the larger society. Hospitals produce one
set of functions, schools another set, automobile factories another set,

govermrent agencies still another, and sc forth.

Types of Social Relationships

The specialization among organizations and groups in society
creates two kinds of relationships that need to be identified and
explored, in order to understand the difference between organizations
and communities as types of social systems. These two types of relation-
ships will furnish valuable tools for analyzing the structure of
occupations. It will be found later that certain occupations contain
within their structures more of one type of relationship than the other.
This makes it possible to contrast occupations, according to the way

they fit into the total social system of which they are a part.
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The two types of relationships found among units in social systems

are: (1) reciprocal relationships, and (2) conjunctive relationships.

Reciprocal. and Conjunctive Relationships

A reciprocal relationship exists between two roles when the
roles represent two specialized aspects of the same functional process.
Another way of putting it is to say that when two roles, related to each
other, are designed to contribute to the production of the same function
for the same system or group, a reciprocal relationship exists. A
conjunctive relationship exists between two roles when the roles are
designed to produce different functions for two different systems.
Several hypothetical cases illustrating these concepts will help in
understanding them. First, let us return to the supervisors of the
welding and machine shcps in the same factory. Let us assume that these
supervisors have roles that require them to establish a relationship
between each other in order to coordinate the activities of their shops.
When such a relationship is established, an interstitial group is formed.
Each supervisor has within his position in this new interstitial group
a role called co-supervisor. These two roles are directed toward
accomplishing a common function, namely, coordinating the work of the
two shops in producing a common product upon which the two shops are
working in specialized activities. In Figure 9, position "1" represents
the welding shop supervisor, position "2" represents the machine shop
supervisor and fl rerresents the common function that they are attempting

to perform for the total system of which they are a part, namely, tne

factory.
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RECIPRCCAL AND CONJUNCTIVE
ROLE RELATIONSHIPS

TYPE RECIPROCAL CONJUNCTIVE

BILATERAL Q:}—{f. (f F@=G@{1,)

L 2

REFLEXIVE @—e(f%—@ [ ® )

KEY
A,B,= ACTORS

Q, Q’ = POSITIONS

F,» F2, = FUNCTIONS

J¥ FOR A DISCUSSION OF THESE CONCEPTS SEE CHAP. Inr.

FIGURE 9
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In contrast to this, let us think of the president of the
corporation in which these shops are located, aid of his relationship
to a firm from which steel is purchased for use in the welding and
machine shops. Let us assume that the president of the corporation acts
as a buyer of these materials and therefore has a role as buyer that can
be represented in Figure 9 by position *1" under conjunctive relation-
ships. This role of buyer is directed toward performing =z function, fl,
for the factory in which the welding and machine shops are located. The
function amounts to importing into that organization the raw material
necessary to carry on the productive activities of its members. Now in
order to act as buyer, the president of the corporation must establish a
relationship with someone who has a seller role contained within a
position in an organization that sells steel. Let us assume that position
"2" jin the "conjunctive" column represents the seller role of a salesman
for a steel company. By acting as a seller, he is performing a function
for the steel company. His activity is directed toward some other

function, f2’ in a system altogether different from the factory. His

objective is not to supply the manufacturing firm with steel so that they

can produce their product, but instead, his objective is to secure a
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profit for the steel corporation through the sale of its product. The

roles involved in this analysis are directed toward performing functions

for two different systems.

Division of Labor and Conjunctive Relationships

The specialization of functions created by the division of labor

in society creates a situation of interdependence among various
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organizations and groups that go into making the structure. This inter-
dependence makes it necessary for separate organizations and groups to
exchange functions in order to survive and to function themselves.
Therefore, the structure of the social system must provide a system of
relationships through which specialized grcups and organizations can
exchange their functions or products. In exchanging functions or
products, a situation is created whereby a given group or organization,
by performing a function for itself, indirectly performs a function for
another organization. This can be seen in the case cited above. When

the president of the manufacturing firm seeks to buy steel to supply his

workers with raw materials, we have said he is performing, first and
foremost,a function directly for that manufacturing firm. However, when
performing this function, he is also indirectly performing a function
for the steel company, since in the act of purchasing the steel, he

% enables the representative of that firm to perform his role for that
particular organization. Through such chains of indirect linkages among
the parts of complex systems, communities and total societies are joined
together. Functions and products, goods and services flow from one part

of society to another through such chains of social relationships.

Occupation and Relationship Types

Occupations form many of the links in the chain of relationships
that join one part of society to another. Some occupations have as their
main function furnishing a portion of the linkage between one part of
the social system and another. This means that some occupations must

contain many conjunctive relationships within their structure. Others
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do not make significant contributions to the lirkage between individual
parts of larger social systems and, therefore, contain primarily
reciprocal relatioaships within their structure.

3 It is easy to see this by contrasting the roles and position~ cf
the salesman as one occupational type, and the welder as another. The
welder's occupation may involve a system of positions and roles that are
contained principally within the boundaries of a given organization and
is, therefore, describable in terms of a network of reciprocal relation-
ships. On the other hand, the salesman has as his function the transfer
of goods from one organization to another and he has, therefore, a larger

number of conjunctive relationships within hi. occupational structure.,

Relationship Types and Social Interaction Forms

It is important to realize thét the two types of relationships
are associated with two characteristic forms of social interaction:
(1) cooperation, and (2) conflict or competition. Reciprocal relation-
ships are essentially cooperative in nature, since the two parties
involved are both oriented toward the production of a common function.
Usually, the formal structure of the roles in terms of norms calls for
cooperative behavior. The norms prescribe a kind of mutual aid and
assistance between the persons in the relationship. This does not mean,
of course, that real individuals, in acting out these roles do not, in
some real situations, engage in conflict or in hostile acts toward each
other, but simply that the behaviorial expectations contained within the

norms prescribe a kind of cooperative effort.
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In conjunctive relationships, in contrast, this is not true, but
instead, underlying such relationships is at least a potential for
conflict that is not contained within the structure of the reciprocal
relationship. The norms presecribing the roles played in conjunctive
relationships are designed to serve two different systems. The s2lesman,
for example, is expected to have his company's interest at heart in
acting out the role of seller. He is expected to act in such a way as
to get the best deal for his company. Similarly, the buyer role,
completing the relationship, contains norms which dictate that he must
seek the best deal for his particular group or organization. The society,
however, provides a set of norms that contrcl the pctential for conflict
and make it possible for an exchange to occur. For example, there are
the norms of contract, price and exchange that involve receipts, payment
on demand, and so forth. These norms regulate the relationship and
prevent conflict, since conflict would prohibit the exchange that needs
to occur.

Regulation is necessary, since the differentiation of the system
into specialized parts makes it vital to the survival of the whole system
that exchange occur among specialized parts. Were the potential conflict
underlying conjunctive relaticnships left uncontrolled by normative
rules, the exchange would be threated and, as a result, both functions
regquired for different social systems would go unperformed. Again, it
is important to realize that, in talking about the orientation of the
two roles involved in conjunctive irelationships, we cre talking about

the ideal behavior expectations or norms involved. Real individuals, in
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acting out these rules, may deviate from these expectations. A salesman

may act toward a customer, or a customer toward a salesman, as if the

relationship were reciprocal. For example, a sailesman may sell his
brother—in-law a product at a price that is not in the interest of his

own company but in the interest of the brother—in-law's company. This

would be real behavior of a reciprocal sort in contrast to expected

behavior of a conjunctive sort.

We have made the point that some occupations are heavily involved

in conjunctive relationships, while others are not. In terms of social
interaction, this implies that some occupations are exposed to conflict
relationships to a greater extent than others. If this is true, it is

also probably true that personalities capable of dealing with conflicts

fit certain occupations better than others.

Conmunities and Organizations as Distinct
Structural. Types

Now it is possible to define the structure of communities as
opposed to the strucrure of organizations by using the concepts of
reciprocal and conjunctive relationships. An crganization is a complex
system comprised of several groups within which all of the relationships
between the various roles and positions are reciprocal. In contrast, a
community consists of a number of groups and organizations that are
joined together by a system of conjunctive relationships. This system
of conjunctive relationships provides a network through which an exchange

of functions may occur between specialized parts of the larger social

system.
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A word needs to be said about interstitial groups in connection
with communities. When the saiesman, in the steel firm, and the president
of the manufacturing firm, play their roles toward each other, they form
a social group. This group may exist only for a short period of time,
or it may meet only irtermittently, but it is, nevertheless, a group.
Specifically, it is an interstitial group. This grcup, in ccatrast to
the one that exists within an organization, has at its core a conjunctive
relationship. In other words, we can think of two kinds of interstitial
groups. One type exists within an organization and consists of repre-
sentatives of different specialized groups within the same organization,
all of whom are performing specialized aspects of 2 single function.
Sach interstitial groups have reciprocal relationships among the parts.
Another type of interstitial group exists between two organizations or
between a group outside of an organization and the organization., This
type contains individuals within it who represent different interests
and, therefore, perform functions for different systems. This type of
interstitial group has at its core a conjunctive relationship. For
corvenience, we can call the first type a reciprocal interstitial and
the second type a conjunctive interstitial group. Reciprocal interstitial
groups are important units in binding organizations together. Conjunctive
interstitial groups are the cement that holds communities together as
social systemns.

Before an analysis of social system structure is complete, some
consideration needs to be given to society, the larger social system of

which communities are a part. Society may be viewed as consisting of a
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number of communities that are linked together threcugh networks cf
relationships. This linkage includes both coniunctive and reciprocal

relationships. Since scme organizations transcend the boundaries of

L L I )
Y ity ey

single communities, chains of reciprocal relationships may extend from

ey

one community into the next. Similarly, two organizations in different
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communities may establish conjunctive relationships. For example, the
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steel firm may be located in one community and the manufacturing firm

)

which buys its steel in a different omne. Thus, two communities are

linked together by a conjunctive relationship into a larger cormunity j
systen.

A manufacturing firm may have various parts of its organization
located in different commtnifies. The welding operations for a given

firm may be located in one community and the machining operations in a

different one. Thus, the two communities could be linked together into

a larger system by reciprocal relationships. This means that society,

|

a larger system than a community, includes both reciprocal and conjunctive
linkages between component communities.

For the study of occupations, this means that some individuals will
have occupations containing positions located in different communities.
Were this not so, it would be impossible to link communities together
into larger social systems. This alse has implications for contrasting
the nature of different sorts of occupations. Some occupations will
have structures confined to single communities, while others will have
structures that transcend the boundaries of a given community. This has

implications for describing the kind of person who can perform the
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occupational roles and the kinds of positions he can occupy in the re-t

of the social system that comprises the entire society.

Suraary of System-Centered Analysis

We have now completed an outline of the basic concepts necessary
to understand system—-centered analysis. We began at the microscopic
level with the concept of norm and act. At that level, the structure of
a system consists of normative units or behavior expectations calling
for acts that one person performs toward another. We went on from there
to point out that norms and acts form larger systems called roles, which
are combined into even larger systems called positions. These positions
represent units of participation of individuals in groups. Groups
structures, the next level of social system amalysis, consist of several
social positions joined together in a coinplete and closed system of
relationships.

Through the existence of extramural roles that create interstitial
groups, elemental groups are joined to form a common organizational
structure. Communities form still larger systems that contain organiza-
tions and groups as parts. These parts are joined by interstitial groups,
but of a sort different from those that link elemental groups in
organization. In communities, elemental groups and organizations are
joined by interstitial groups containing conjunctive relationships,
while in organizations, groups are linked to one another by reciprocal
relationships. Finally, we discussed society as the largest social system
with which we will be concerned. It consists of a number of communities

joined together by both conjunctive and reciprocal relationships.
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At each of these levelis of analysis, beginning at the microscopic
jevel of norm and act and extending through the macroscopic level of
society, we have been concerned with the way in which a system is put
together. Because we are aiming toward a discussion of occupations, we
have pointed out how occupations and the individuals who perform them
are related to the social system. However, it is important to realize
at this point that our conception of the structure of organizations,
communities and societies has not been in terms of individuals as total
sociological entities. Instead, we have focused our attention on action
systems. It is necessary now to retura to the concept of social position
and begin to develop new concepis that will facilitate person—centered
analysis. This kind of analysis focuses attention on the individual
actor and his involvement in the social syzstem and regards the actor as
an action system containing his own processcs of equilibrium, change,

growth, development, and so forth.
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CHAPTER IV

PERSON-CENTERED ANALYSIS

Situs and Station Concepts

In person—centered analysis, attention is focused on the individual

actor and on his participation in social systems. In contract, group-

centered analysis focuses attention on the social system itself and on its

structure. These forms of analysis are shown diagrammatically in Figure

10a. When focusing attention on the individual actor and his participation

in social systems, one must be prepared to deal with sets of positions

that comprise a different kind of unit from a group structure. A social

position corresponds to the place occupied by an individual in a particular

group. It consists of a set of roles performed by that individual toward

other individuals within the boundaries of that one group. Complex
systems, such as organizations or communities, are comprised of many

groups, and individuals normally occupy more than a single position in

such structures. Therefore, if one is to speak of the participation of

an individual in the structure of a multi-group system, such as an

organization, he will have to conceive of a new kind of unit of social
b 4

structure comprised of a number of positions all within the boundaries

of a given organization. Social situs, which consists of several

positions occupied by the same actor within the context of a given
multi-group system, is a concept which may be used for this purpcse.
A group structure is comprised of a set of positions each of

which is occupied by a different actor. Thic means that it is a set of

-
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FORMS OF STRUCTURAL ANALYSIS
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positions in which the actor changes, or is different for each position

that forms a unit in the set. 1In contrast, a situs is a set cf positicns

in which each position i$ occupied by the same actor. In other words,
as we move from one position to another within a situs the actor remains
constant. In a group structure each position represents the participation

of a different actor in the activities of the same group. 1In situs

structure, each position represents the participation of the same actor

in the accivities of a different group. (See Figure 10b.)

Specifically, all of the positions that make up a situs are
included within the structure of the same organization, or "multi-group
system."” Each position, however, represents the place occupied by a
given actor in a different group within that organization.

Since it is also true that a person may participate as a member in
a number of complex organizations and, therefore, may occupy a number of
situses in society, it is necessary to conceive of an even larger, more
complex system of positions to represent the total participaticn of the
individual in society. This larger unit is shown in Figure 10a as the

social station of a person. A station consists of a combination or set

of several situses. Each situs consists of a number of positions all
included within the same complex organization, and each position
represents membership in one group. The concepts of situs and station
permit analysis of the participation of the individual actor in complex
social systems by providing a conceptual means of classifying his
participation, first, in complex organizations, and then, in communities

or societies. (See Figures 1lla and 1lb.)
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CONTRAST BETWEEN GROUP AND SITUS CONCEPTS
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Syvstem Versus Person—-Centered Analysis

It is inefficient, if not impossible, to conceive of the structure
of a society, a community, or an organization in terms of a system cof
stations or situses jcined to each other. To do this would cause us to
lose sight of the fact that groups invclve only a part of the behavior
(or social participation) of each actor. This, in effect, means that it
is necessary to conceive of the structure of social systems in a way
that is different from the vne used in conceiving of the structure of a
person's participation in that system. A multi-group systen, such as a
factory, consists of a system of groups joined to each othar by systems

of relationships. It does not consist of a system of situses joined

together by a system of relationships. Although the latter is a point
of view which could be taken, it would be difficult to study the
functioning of an organization by conceiving of it structurally in terms

of individual or person-centered units.

Occupations as Person—-Centered Concepts

An occupation is a person-centered concept. Occupations are a
type of situs and consist structurally of a number of positions, each in
different work group structures. This idea is illustrated in Figure 1lla
with a schematic diagram of a kinship situs of a person and the occupa-
tional situs of the same person. It shows that the person’s station
consists of the kinship situs, the occupational situs, and other situtses
in other organizations within the society. Let us examine Figure 1lla

to explore the various ramifications of the situs concept.
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Kinship Situs

In Figure 1lla a diagram of a kinship situs is offered. It shows
a number of positions all occupied by the same individual in the kinship
structure of a society. Each position is in a different group structure.
For example, the individual being analyzed is a father and husbard in
a family consisting of his wife and children. In another family, he
occupies the pesition of son and brother with respect to his own parents
and siblings. He also occupies the position of grandfather with rzespect
to his children's children, father-in-law, son-in-law, brother—in-law
with respect to his wife's family, and uncle with respect to his siblings'
children. Each of these positions contains a different repertoire of
rules assigned by the culture of the society to the particular individual
in question. In other words, it would not be proper to say that there is
an uncle role that is different from the father role. Instead, we would
say that there is a set of roles performed by the uncle toward his
nephews that is different from the set of roles performed by a man toward
his own children. Also different is the set of roles performed toward
his own mother and father. In other words, if we are to describe the
structure of the kinship system of the society, it will be necessary to
visualize a number of kinship groups within which there exist a number
of positions occupied by the same person. Within each of these positionms,

there are a number of roles. The cluster or set of positions in family

groups forms the kinship situs of the person in the society.
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Occupaticnal Situs

In Figure 1lla an occupatioral situs is also shown. Let us assume
that the same person whose kinship situs was examined has the occupation
of public schcol teacher. 3Being a public schoel teacher involves ar
acitor in membership in a number of groups in the public schocls and in
groups closely associated with them. For each of these group memberships,
it is neceszary to conceive of a different sociil position containing
a system of roles. Thus, in Figure 113 we see the position of faculty
mepber at Public School 21, This position is i the group cousisting of
other tsachers, principal; and staff of the school in question. It
centains rolies that the pexson plays teward his colieagues and toward
the principal in the facuity group. Another positioh shown is that of
teacher of the fourth grade homeroom. It existe within a different group
from the cne in wvhich the faculty member position exists.

The rolec performed toward students are obviously different from
those i:zrform=d toward coileagues. This means that they form a different
and distinct s2tr of reles which form a different and distinct position.
Tet ¢s assume tnat the schcocol teing examined is organized in such a way
that there are @ number cf reading groups to which students are sent during
the day for special instruction in reading, and that the particular teacher
being =2xemined iz the instructor in Reading Group Nc. 3. This is still
another position cccupied by the teacher and it contains a set of roles
performed tcward wmembers of the reading group. Another position is
occupied by the teacher with respect to the library and stiil another with

respect to the eunloyees 2nd operators of the cafzteria in the school.
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The teacher may also be a member of the Parent-Teacher Association and a
member of the State Teachers Association. Each of these group memberships
represents a different position.

The total occupational situs of the person being examined, then,
contains at least seven diffcrent positions in seven different groups.
Each position contains a rnumber of roles. Since this is an "armchair"
analysis, rather than oane based on real data, it is likely that we have
understated the numbzr of positions and roles involved in the public
school teacher's cccupation rather than overstated them. In order ts
describe and analyze tha structure of this particular perscn's place in
the public school system, we would have to identify the various groups to
which he cr she beongs and to analyze the roles which make up the position
he or she occupies within these groups. Once this has been done, we
would be able to describe the job structure of that particular person.

In other words, the job, which amounts to the occupational situs as seen
in a particular organization, consists of a number of positions containing
differing roles. 1In order to describe the occupation of teacher in a
given society, it would be necessary to examine a large sample of teaching
jobs using the same concepts outlined above to determine what positions
and what roles normally cccur within the job situs of the teacher. As
shown in Figure 11b, the area of an individual's greatest participation

in society is symbolized by his station. A station consists of a system

of all of the situses occupied by the same persomn.
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Situs and Strain Toward Consistency

Tt is assumed in our frame cof reference that a2 situs is a kind of
system within whick there operates a strain toward consistency among the
various parts of the system. Thus, the kinship situs shown in Figure lla
represents a number of interrelated positions and rolss, all performed
by the same actor, within which processes rroducing internal consistency
operate. Similarly, an occupational situs consists of a system of positions
within which a strain tecward consistency also operates. Finally, the
station represeiits an even larger sysiem within which the same kind of
processes are present. It is our hypothesis that the smaller and less
complex the unit of structure, that is, the closer to the level of the
role, the more pronounced the strain toward consistency among the various
parts will be. This means that there is apt to be a greater tendency for
consistency to be maintained amorg the norms forming a single role than
among the various roles in a given position. Therefore, the strain toward
consistency is stronger within a given position than among the various
positions forming a situs, where it is in turn stronger than among the
various situses forming a station. As a matter of fact, this situation
can be described in terms of structural distance.

We will define distence in terms of the boundaries existing between
two parts of a structure. Two norms forming the same role are contained
within the same boundary, that of the role, and no boundary needs to be
crossed to move from one norm to another. Therefore, two norms within
the same role are structurally a minimal distance apart. For purposes of

measurement, let us say that two norms of the same role are one unit of

o
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distance apart. Two norms that are part of two different roles contained
within the same position, but performed toward the same actox, are
farther apart, and are defined as being two units of distance apart. One
boundary, that between the two roles, must be crossed between one norm
and the other. Still farther apart would be two norms contained in two
roles where one role is performed toward one actor and the second role is
performed toward another actor, both of whom are part of the same group.
These norms are three units of distance apart. Four units of distance
exist between two norms performed by the same actor in roles located in
different group structures. In Figure 1la, this would be like one norm
contained within the son-brother position and a second norm contained in
the father-husband position, both occupied by the same person. Five units
of distance exist between norms contained within different situses but
still within the same station. (See Figure 12.) Our original hypothesis
about the strains for consistency can now be related as follows: the
strain toward consistency between two norms varies inversely with the
structural distance between the norms. This means that the strain toward

consistency among the various contents within a given station is less than

between the contents of a situs, and so forth.

Structural Dimensions of Situses

Having outlined the concept of situs and illustrated its application
to the study of occupations, it will now be valuable to point to a number
of structural qualities of situses that may be helpful in contrasting the

structures of occupations. Obviously, situses may vary in their complexity.
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Some may consist of only a few simple positions containing a few simple
norms, while others may consist of a very large number of positions
containing complex norms. In occupational terms, some occupational
situses may be relatively simple in structure, while others may be

relatively complex.

Complexity can be measured in several ways. It is possible to

speak of two aspects of situs structure that wili permit us to deal with

the variable of complexity. One we will call the composition or organi-

zation of the situs. The other we will call the rank of the situs.
Composition refers to the number and type of positions and roles that go
into the structure of the situs and the connections between these in
terms of various forms of linkage. The rank of a situs refers to the
value attached to the individual positions that comprise it. Such
variables as prestige, power, or rewards received for performing roles,
may be used to measure rank. Let us examine briefly some variables
related to these two structural aspects of situs that will be important

in the study of occupations.

Situs Composition or Organization

The pe<itions that form a situs are not independent of each other,
but are comnected in definite ways through a system of relationships.
Looking at Figure lla, this can be seen in the case of the occupational
situs shown. The position of teacher of the fourth grade homeroom is

a case in point. It exists within a given group that consists of the

t

teacher and students assigned to a given class. The teacher has within

his position a number of roles to perform toward these students. Some of
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these roles are extramural and require the teacher to occupy positions in
other group structures and to play roles with respect to members of these
other groups. This is illustruted by the connection shown between the
fourth grade homeroom teacher position and the P.T.A. member position.

It is assumed that within the fourth grade homeroom teacher position
there exists a role which contains extramural expectations that generate
a link to the P.T.A. Similarly, another extramural role exists which
projects the teacher out of the homeroom and into the context of the
school library. There he becomes a library user, or client, and performs
roles with respect to the librarian. In other words, within the complex
structure known as the public school, there exist a number of connections
between positions occupied by the same person. These connections form
the linkage among units in both the social system and the situses of
system members.

In the social system, extramural roles create links between groups
by requiring the same actor to participate in two or more different
groups. This means that the two groups are linked bv sharing a common
member. At the same time the positions in these different groups are
joined into a person-centered unit called a situs by virtue of being
occupied by the same actor.

It is important to realize that situs structure is extracted
analytically from the structure of an organization. In organizations
Specit_c and definite linke exist between and among specific groups
through the mechanism of sharing a common member. This sharing takes

place because the division of labor among the groups making up an
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organization creates a system of interdependence among them. This
interdependence is expressed structurally by the existence of extramural
roles that require actors to leave one group and enter another in order

to perform some functions im the firs \s 2 consequence situs structures
are created for individuals. Situses are, therefore, a consequence of
the division of labor, or specializations among groups in an organization.
It is necessary at this point to distinguish between two forms
of relationships that are found within complex systems. They are
(1) bilateral relationshivs and (2) reflexive relationships. A bilateral
relationship exists between two roles when the two roles are performed by
two different people. In other words, this would be like the relationship
between the teacher's role as lecturer and the student's role as listener.
One person lectures; the other listens. The relationship is, therefore,
bilateral. If, however, an extramural role exists which requires the same
person to perform another role outside of the given group, we have what
is called a reflexive relationship. For example, the father-husband's
extramural role as provider and his role as employee in an organization,
are linked by a reflexive relationship since the same person acts as
provider and employee. Similarly, in the diagram of the occupational
situs of teacher (see Figure 1la), the role in the 'reading group
instructor position" and the role in the "library-client position" are
connected by a reflexive relationship.

The following generalization can be made about bilateral and

reflexive relationships. Bilateral relationships exist among the parts

of a group structure. In other words, all roles that are linked together
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within a group structure are linked together by bilateral relationships.

All links which exist among group structures are reflexive in nature.

Group structures are comprised, internally, of bilateral relationships.
Situses and stations contain only reflexive relationships linking the
various positions making up their structure.

By tracing reflexive relationships among positions and by examining
their connections to extramural roles, it is possible to describe the
organization of a situs.

An occupational situs would have a definite pattern or organization
associated with it. If we wish to compare and contrast occupations, it
would be valuable to describe the pattern of linkage among the parts of
the occupational situs. Some occupations will have intricate linkages
among parts, while others will have quite simple ones.

Another aspect of the structure of occupational situses mentioned
above is concerned with the number of positions contained within the
structure of the situs and, within these positions, the number and types
of roles. If we were to examine occupations at opposite ends of the
prestige ladder, for example, the occupation of janitcr compared to that
of physician, it would probably be true that the janitorial occupation
contains fewer positions, and the positions contain fewer roles, and each
role contains simpler norm arrangements than is true of the physician's
situs. It is probably true that, as occupational prestige varies, the
complexity of the situs composition also varies, such that the lower the
prestige of the occupation, the simpler the organization of the situs,

and vice versa.
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Situs Rank

The social rank of a position may be measured in a number of
different ways. It may be measured in terms of honor or prestige, power,
authority, influence, rewards, remuneration, or wealth accruing to the
person occupying the position. Since the sgitus consists of a number of
positions, it is likely that the positions will vary in rank within
a given situs. For example, within the school teacher situs shown in
Figure lia the teacher in the fourth grade homeroom has an authority
role which grants him a high degree of power over persons within that
particular group. In the library-client position, however, he lacks the
same power with respect to members of the group. The two positions
differ in the amount of power involved. Similarly, in the two groups in
question, there is higher prestige accorded to the librarian in her own
group than is accorded to the teacher who is acting as a client within
the same group. Within the classroom situation, the prestige level of
the teacher is reversed.

In order to speak of the rank of an occupational situs, it is
necessary to average or accumulate the rankings of the various individual
positions which comprise the situs. In other words, tc talk about the
rank carried by a given occupational situs, it is necessary to arrive at
some process whereby the amount of power associated with each individual
position in the structure of the situs will be averaged or accumulated.

A number of hypotheses exist within the field of sociology that
Jead to the belief that the strain toward consistency within occupational

situses operates in such a way as to produce status or rank congruity
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within the situs. The concept of congruity, when applied to situses,
means that there is a tendency, in the long rum, for the rankings of the
posifioris ¢ontained within the situs to achieve a similar level of rank

in power, prestige and rewards. This would result in positions with

Ligh power also having high prestige and rewards, and so forth. Having
s notion of the structure and the compositicn of a situs and being able

to differentiate situses in terms of dimensions of social rark, makes it

possible to apply the hypothesis of status congruity and status crystal-

lization to the study of occupations more effectively.

Station Structure and the Strain Toward Consistency

A word needs to be said at this point about the structure of
stations within society. If stations represent systems within which
a strain toward consistency operates, it should be obviecis that they
place constraints on the kind of occupation that will fit into the total
station. For example, if a perscn changes from one occupation to another
and thereby changing occupational situses, that change is likely to
affect the composition of other situses within the station. Thus,
occupational mobility results ir a change in the total life patterr of
the individual. 1If the contents of a station are rigid and unchanging,
this places constraints upon occupational mobility. This is particularly
pertinent in studying the underprivileged, or minority groups, where
pressures from the total society may maintain station structure in a
rigid form through techniques like discrimination and segregation, and

may prevent occupational mobility from taking place. In other words,
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station structure places structural constraints on an individual changing
occupations. Similarly, occupational change will inevitably result in a
reorganization of the station of a person once the change has taken place.

We can now summarize the concepts necessary for using person-
centered analysis in the study of occupations. Both person-centered and
social system-centered analvsis employ the common concepts of norm, role,
and position. Wher proceeding to more complex levels of structure,
however, it is necessary to differentiate the two forms of analysis.
Along the line of person-centered aralysis, we progress from the level
of pssition to the level of situs, an eatity censisting of a number of
positions, and finally to the level of station, an entity consisting of
a number of situses. The situs level corresponds in persocn—centered
analiysis to the organizational level in social system-centered analysis.
The station concept corresponds to the community or society level in

social system~centered analysis.




CHAPTER V
SOME DIMENSIONS OF ROLES USEFUL IN ANALYZING

OCCUPATIONAL STRUCTURE

Roles may be classified into various types according to their
characteristics with respect to certain key dimensions of role structure.
In this chapter four such dimensions cf role structure useful in the

classification of occupational roles are offered.

Pattern of Activity

In order to deal with the way in which roles affect the behavior
of people occupying positions in group structures, it is necessary to
consider the time dimension and how it relates to the structure of social
positions. Obviously, a person who occupies a position containing a number
of rcles, let us say five or six, is not likely to perform ali five or
six roles simultanreously. Instead, it is more reasonable to think of
behavior in terms of role-playing by assuming that roles are performed
in different segments of time. In an earlier chapter, we outlined some
roles that are part of the secretarial position. We said that the
secretary may have a role as typist, one as file clerk, and another as
receptionist, and so forth. If we were to observe secretaries in the
process of playing their roles, we would probably see them acting as a
typist for a certain period of time, then shifting to the role of recep-
tionist, and back, perhaps to that of file clerk, and then to typist,
and so forth. In other words, there would be sequences of behavior that

involve the playing of different rolzs in different segments of time.
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The role that is actually being performed at the moment of
observation or description is called an active role. If, when we observe
the secretary, she is sitting at ker typewriter busily typing, we say
her typist role is active. Other roles assigned to her are said at this
time to be in a latent state. Latent roles are those that have been
learned and which are normally performed by the individual, given the
proper time, space, or situational variables, but which at the moment of
observation are not being performed. In other words, while the secretary
is in the act of typing, her reccptionist role is said to be in a latent
state. If certain cues occur in her environment, the typist role becomes
latent, and the receptionist role active. We therefore conceptualize
the behavior of a person as a series of acts that constitute active roles
at any given moment of observation. Roles alterrate between active and
latent states.

When an individual is not operating within the context of any of
the roles included within the structure of his occupation, we say that
the structure itself is latent, so that the entire situs of an individual
may pass through latent and active states. Obviously, this is true of
persons who hold eight-hour—a-day jobs. During the period when these
people are not at work, their occupational roles are said to be in a
latent state. Unemployed persons may have occupations which are latent
because the situational circumstances under which such roles can be
performed are not present. Similariy, the retirement of an individual
forces his occupational roles, which have been learned and carried out

over a long period of time, intec a state of latency.
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The idea of active and latent roies allows us to deal with the
time dimension as it applies to occupations. It allows us to conceive
of the rhytrm and pulse found in different occupations. For example, we
can speak of occupations that nave a regular, periodic, cycle of activity-

latency. Such occupations would be those that are tied to a definite

1=

work schedule that begins at eight in the morning and ends at five in

the afternoon. Other occupations may have less definite time sequences
involved within them. For example, the occupation of television performer
or artist may have no definite activity-latency cycle built into its
structure. In a similar way, if we were to examine the contents of
various occupations, we might find that the roles comprising various
positions that go into the job situses which are characteristic of the
occupation would have definite sequences built into them, A person upon
arriving at work would perform one role for a certain segment of time
and then shift to another and then to a third, and so forth, until a
complete cycle or sequence of roles had been performed. Other occupationms,
in contrast, would not contain within their structure any definite
phasing or sequencing of role activity-latency. The timing of occupations
may be considered an extremely important way of classifying or comparing
and conirasting different occupations. Some involve definite, fixed
timing, and otuers do not. This should have considerabie importance for
matching personalities with occupations, on the one hand, and with the
stresses that occupations place on the persons who fulfill them, on the
other.

Production-line cypes of occupations characteristically have very

rigid time schedules. Persons used to considerable freedom in scheduling
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their own work——for example, persons who have grown up in farm environ-
ments and experienced the rhythm =nd pulse of the farmer occupation——
might find an assembly line type of situs particularly onerous.

Other occupations involve considerable periods of latency of all
their occupational roles while the individual waits for the proper
situational characteristics to emerge and bring into a state of activity
the roles assigned to the occupational group. This is characteristic of
many occupations organized in terms of emergency. Firemen, for example,
have such occupations, as do those whose occupations are tied to the
entertainment world, where seasonal variation is extremely important.
Such occupations require an individual to fill his schedule during large
time segments with activities not associated with the direct performance
of occupational roles, but to stand ready to perform occupational roles
when the proper circumstance arises. Particular problems may emerge for
organizations that include such occupations within their structure. One
problem might be that of maintaining competence in role performance on
the part of actors assigned to the system, given the fact that inactivity
is characteristic of the occupations. Consider this problem with respect
to fire departments and military establishments, for example. How does
one maintain a fire fighting force competent to perform all the roles
necessary to that occupation, during long periods of time when no fires
occur? It can be seen from this brief discussion that an examination of
activity-latency cycles and sequences can yield an important way of

To e =opm=ml o

comparing occupations and relating them to other variables-
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Crientation to Group Boundaries

In many places we have referred to the diffzrence between roies
oriented within the group and those oriznted toward the outside. We
have used the terms intramural and extramural to refer to these two
types of roles. Extramural roles are those that require the actor
assigned the role to perform behavior outside of the group in which

that role exists. Intramural roles are those which do not require such

behavior. (See Figure 13.) Some occupations contain, within the
structure of their job situses, a large number of extramural roles,
while others contain few, if any, such roles. To give an example:

the occupation of salesman characteristically is one that stands at the
boundary of an organization and requires the salesman to perform roles
in positions outside of the group structure in which his central occupa-
tional position is located. The very occupation of salesman exists in
order to provide extramural connections between an organization and

its environment.8 Similarly, certain positions within organizations
characteristically include large numbers of extramural roles. For
example, the supply clerk in a shop in a factory has the job of relating
to groups outside of that particular shop in order to provide them with
things needed to perform their roles. The secretary to a busy executive
in a corporation may also perform many extramural roles that link the

executive office to other groups within the same organization and outside

8
James D. Thompson, Organizations in Action. New York: McGraw-
Hill Book Company, 1967.
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ORIENTATION OF ROLES TO BOUNDARIES
OF GROUPS
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of it. Still other occupations may consist primarily of positions
containing virtuaily no extramural roles. For example, the machinist
within a given machine shop, in a factory, may have roles that are almost
entirely intramural iz macure. Similarly, the typist in a typing pool
may have a job with few extramural roles included.

It is quite probable that occupations whose typical job structures

contain large numbers of extramural roles call for a different kind of

person than do those occupations that do not contain such roles. It is
also probable that occupations containing large numbers of extramural
roles are more exposed to conflict, since extramural roles will result
very frequently in the person being involved in conjunctive relationships
that are potentially more conflict-laden than reciprocal relationships.
Since this seems true, persons with high jevels of tolerance for
conflict will probably be more successful in performing occupational
roles of an extramural sort than those with a low tolerance for conflict.

The salesman, able to stand a certain degree of tension and strain

involved in selling a product to a customer, who may not be enthusiasti-
cally interested in the product, is a good example. In this case, a
person who is overly sensitive to the feelings of the customer, who
jdentifies with him, who cannot stand the disapproval of others or is
too thin-skinned, will probably make a terrible salesman when compared
to a person with opposite traits.

1t would be useful, for such reasons as those mentioned, to be
able to classify occupations according to the degree to which they involve

intramural-extramural roles. It would then be possible to determine
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what affect the presence or absence of such roles have on the willingness

of people to fulfill occupational obligations or on their success in

fulfilling such obligations.

Span of Association

There is another way of classifying roles that is related to
their place in the network of social relationships. Some roles are
highly particularistic in that they have a single alter role associated
with them. Others, in contrast, are performed toward large numbexs of
people. This can be seen by comparing the role of the father—husband in
a family as provider, a role performed toward wife and children, to the
same person's role as sex partner, a role performed only toward the wife.

Roles that have only a single alter role in a single other

position in a group structure are called unilateral roles, and those
with many alter roles in many positions within the group structure are

called multilateral. A third term, omnilateral, may be applied to a role

which has an alter role in every position in a given group structure.
(See Figure 14.) In a shop in a factory, for example, the supervisor
has an authority role that is omnilateral with respect to all other
members of his particular shop. He is their superordinate and performs
the supervisor role with respect to every member in the group. Each of
their positions contains a subordinate or supervisee role. The

supervisor's role is therefore omnilateral.

s involve roles performed toward very large numbers

of people. They are such that the same role is performed toward the
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occupants of many positions within the structure of the organization or
the community in which the role is located. For example, the occupation
of physician contains the role of diagnostician. This role is performed
toward myriad patients. In contrast, a secretary may have a role of
typist that she performs for only one person within the organization,
her boss.

The degree to which omnilateral, multilateral, and unilateral
roles are included within the structure of occupational situses is
an important way of classifying and contrasting occupations. It is a
measure of the degree to which the occupational practitioner is involved
in a number of relationships. Like the pattern of activity and the

orientation toward group boundaries, tha span of association is probably

related to the kind of person who best fits an occupation and to the way

in which this occupation is exposed to conflict or stress.
Dominance

Another way of looking at the roles that go into making up the
positions that comprise the structure of an occupational situs is in

terms of the dominance or recessiveness of roles within the system.

A dominant role is one that is considered highly important and valuable

by persons in the society within which the occupation is included. 1In
a sense, it is the key role around which the rest of the occupation is
organized. It is the core of the occupational situs structure. If we
were to examine the position of secretary, for example, we might find
that the role of typist is dominant over other roles such as file clerk,

receptionist, telephone operator, and so forth.
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One way of determining dominance is to study thke values placed on
various roles by members of the system. Another way is to place the
individuals who perform the cccupational roles in a situation of stress
where they will not be able to perform all of their roles but must decide
which one will be performed. The role that is mairtained and performed
under stress, while others are pushed into the background, will be the
dominant role. College professors, for example, may fail to appear at
committee meetings, answer their mail, engage in scholarly writing and
research, but still maintain their roles as teachers or lecturers withia
the classroom as stress is introduced into their situation. This would
mean their teaching roles are dominant over others. In other words, the
dominant role is the last one to be given up when the person is forced
by pressures of time, health, or other considerations to curtail
activities and to select among various responsibilities the one which
will be met.

Since dominant roles are highly valued and are resistant to being
forced into continual latency, it is likely that other roles will change
or adapt to them. Similarly, if a change occurs in a dominant role, it
is likely that changes will occur in other roles within the same occupa-
tion < or more n=ickly and perhaps with greater ease. It is usually the
dominzait role by which an occupation is known. In other words, occupa-
tional titles frequently identify the key or dominant role within the
repertoire of roles assigned *o a given person. In fact, the dominant
role may be the reason for the existence of the occupatiornal situs, the
function that organizations seek to have performed by emploving members

of an occupational category.
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if we were to examine the structure of dominant rcles in terms of
the other 7ariables listed above, it might be particularly instructive
concerning such things as change processes in the occupation or in the
processes of selection of personalities for filling occupational roles.
For exacple, we can talk about dominant zoles in terms -t activity-latency
or in terms of whether they are extramural or intramural roles, urilateral

or multilateral roles, and use the same reasoning employed above.

Summarv of Structural Role Dimensions

The four ways of classifying roles discussed in this chapter
offer a means of conducting comparative occupational studies using a
role theory approach. Such categories enable us to classify occupations
systematicaliy, using variables that can be applied to every occupation
oG matter what its content. This should make it easier to study such
things as the relationship between (1) perscnality and occupational
structure, (2) occupational structure and role conflict, and (3) occupa-
tional structure anc social change.

There are a number of other variables that need to be examined
with respect to occupations. They do not allow us to classify roles but,
instead, they point to variables that can be combined with those listed
above in the examination of occupational structure. Some are related to
the content of roles, others to the situation within which roles are
performed, and still others to the characteristics of the role performer
associated with the osccupational situs. These characteristics will be

discussed inr the following chapters.




CHAPTER VI

.

KEY INDEPENDENT VARTABLES AND THEIR RELATIONSHIP

TO OCCUPATIONAL STRUCTURE

Occupational behavior, like all other human behavior, may be
viewed in terms of the factors that act as causes or independent variables
with respect to it. The four groups of variables mentioned earlier are
generally agreed upon by sociologists. They are (1) the cultural
variable, (2) the personality variable, (3) the situational variable,
and (4) the social interaction variable. Occupations may be compared
and analyzed by using various aspects of each one of these variables as
a frame of reference. 1In this chapter, a brief discussion of the

application of each variable group to the study of occupations will be

given.

The Cultural Variable

The norms that compvise roles which in turn form the positions
and ultimately the structure of an occupational situs represent the
culture of an occupation. In other words, occupations have subcultures
that take the form of occupational norms. These norms define roles for
the actors who engage in the occupation and thereby establish relationship
systems into which the occupations fit. One way in which occupations
can be compared, therefore, is by examining the contents and organization
of the occupational subculture. Talcott Parsons, in his insightful

analysis of professions through the use of patterned variables, points
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to one approach for comparing occupational subculture,9 Parsons lists
and defines five separate “patterned variables" that provide a means of
classifying the content of occupational roles. By using these patterned
variables, Parsons is able to point out key differences between profes—
sional and nonprofessional occupations. The 1.atterned variables,
therefore, represent a valuable means of examining the occupational
culture in terms of its content.

Other schemes have been suggested for comparing the content of
occupational culture. For example, one might examine the expected
behavior associated with an occupation in terms of the kinds of objects
manipulated by the person in performing the occupation. A three—way
classification suggests itself. Some occupations are centered a2round
manipulating persons as the objects on which the occupational behavior
is primarily performed. Im other words, when the dominant role in the
occupation is examined, it will be found that it calls for the manipu-
lation of people in one way or another. Supervisory and managerial
occupations fall into this category. Other occupations have as their
dominant role one that deais primarily with the manipulation of symbols,
and still others with physical objects- Such a classification scheme
has obvious faults since most occupations require a mixture of
manipulation of persons, symbols, and objects in playing occupational

roles. It is valuable, however, to compare occupations in terms of

9Talcott Parsons, The Social System, New York: The Free Press,
1964, pp. 58-67; Talcott Parsons and Edward A. Shils, "Values, Motives
and Systems of Action,” in Toward 2a General Theory of Action, New York:
Harper and Row, 1962, pp. 76-88.
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which one of these types of object manipulation predoninste since this
will have significance in choosing the kind of person who will £it an
occupativn aznd the kind of fraining and background that is appropriate
to occupational socialization.

Ancther way of looking at the subcuiisre ¢f an occupation iz in
terms of the complexity of the norms and the difficuity involved in
their acquisition. Occupations differ in the amouni of time regquired
to learn the occupational nerms and to become competent in their
performance. When one speaks of differences in the amount of education
or trzining required to prepare fer an occupation, he is pointing to a
quality of the occupational culture, namely, the complexity involved
within it. These ililustraticns point out the fact that occupations may
be compared and analyzed using aay quality or attribute of culture that
may afford a generalizable standard around which to organize comparisons.
We will now proceed to another key variable and its relation to

occupational structure.

The Personality Variable

In the discussion above, a number of references have been made to
the fact that different personality types are suited to different kinds
of occupational situses. This hypothesis needs to be made explicit and
examined in terms of how it can be used in studying occupations. It is
based on the general notion that any set of roie expectations places
requirements on the actor to perform a certain kind of behavior in a

social system. Roles vary widely in the kind of behavior required, and,
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rherefore, place variable requirements on an actor who is expected to
fulfill them. It seems reasopable then to assume that each role has an
jdeal set of personmality traits that would fit it best. If this is true,
i+ chould also be true that a given occupational situs must be matched
with a certain type of personality if full efficiency in occupational
behavior is to be achieved.

The best £it between personality and occupations occurs when the
least amount of stress is placed on the actor as he performs occupational
role behavior. This can be jllustrated by a simple example such as that
of the salesman occupation. It seems obvious that the requirements of
+he salesman’s roles are such that a person who is extremely shy and
retiring would have difficulty fulfilling the role expectations and would
experience stress when trying to do so. Similarly, an occupation such
as lighthouse-keeper would not be well-suited to an individual who is
extremely gregarious and sociable.

if this kind of hypothesis makes sense, it would be profitable to
compare occupations in terms of the types of personality traits required
to fulfill occupational roles to the maximum degree of efficiency. To
do this it would be necessary to jdentify and classify key occupational
traits that have significance for differentiating the kinds of persons
needed to fulfill work roles.

Some attributes of occupations that might have great significance
for the personality types reguired are the a ikutes of authority, span
of association, repetitiveness and regularity of the work. By authority,

we mean the amount of authority the person who performs the occupation
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exercises over others or experiences as a subordinate in a system of
authority. By span of association, we mean the amount and kind of
contacts he has with other people in performing the accupational role.

By regularity and repetitiveness, we have in mind the notion that routine,
repetitive, tedious jobs differ markedly from less structured occupations
and may suit different personality types.

Another way of looking at the persomality variable as it is
related to occupation is in terms of the kind of person who normally is
expected to fulfill the job. This can be analyzed in terms of such
traditional categories as sex, age, social class, race, and ethnic
origin.

Certain occupatiocns are classified in terms of the type of social
identity the individual who performs the occupation is required to have.
Some occupations are typically female, while others are tvpically male.

Similarly, occupations are graded in terms of the age expected of the

person who fulfills the occupational roles. Some are young men’s
occupations, others are middle-aged, and still others old men's occupa-
tions. In the same way, occupations are often tied to social class

origin and to ethnic and racial specifications. By tying occupation to

the type of social identity required of the person to fulfill it, the
social system assumes a certain combination of experiences and traits to
be present in the actor assigned to the occupational role. This is true
if individuals in the same category have experienced similar socialization,

and as a result have formed a simiiar social identity.
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The Situational Variable

Occupational work situations may be contrasted in a number of

ways. Some of the most fruitful ways of lcoking at the occupational

situation can be described in terms of the following characteristics:
(1) work location, (2) objects present in the work situation,

(3) characteristics of the work situation, and (4) temporal character-
istics of the work situation. Each one of these variables will be

discussed briefly below.

Work Location

Occupations vary tremendously in the kind of work location
associated with them. Some are associated with highly specific and
resiricted work enviromments, while others have extremely diffuse and
i{li-defined spatial locations. For example, a production line job in
a factory nommally is tied to a few square feet of space within a factory
building. Within this work location, the dominant role assigned to the

worker is performed day in and day out during long spans of time. In

contrast, ather occupations have extremely large and diffuse work
locations. OCne example is the farmer who works not only in the fields

and buildings located within the boundaries of the farm, but carries on
work activity with respect to feed and fertilizer cealers in town, market
outlets locatzd in cther places, and so forth. Between these two extremes
lies an infinite gradation in size and diffuseness of work location.
Traveling salesmen, transportation workers such as airplane pilots,

locomotive engineers, and truck drivers, professional athletes and
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theatrical performers all have extremely diffuse work locations. They
move around freely within a large environmental setting. In contrast,
factory workers in production line organizations; office workers; and
most sales personnel in department stores, grocery, drug, and other

retail outlets have relatively restricted work locationms.

It is probable that freedom to move about in the work location
is an extremely important factor in the relationship between personality
characteristics and occupational types. Work locations are also extremely
important to the study of supervision and authority as it relates to
work behavior. The characteristics of communications patterns as they
relate to occupational behavior are also profoundly influenced by the
characteristics of the work location. Obviously, close supervision is
most easily performed over occupations with fixed and restricted work
locations. Similarly, communication among people in restricted and fixed
work settings is probably easier than in diffuse settings. If these two
things are true, then persons with highly diffuse and mobile work
locations probably have certain personality characteristics that
compensate for the difficulties involved in the use of authority to
direct behavior, or in the use of communications to maintain coordination

mong people.

Another thing needs to be said about the work location. Some
persons' work locations are found entirely within the confines of
geographic space dominated by a single organization. They work in a
building owned by the company or on the ground controlled by the organi-

zation. Other occupational groups are merely headquartered within such
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locations and perform their occupational behavior in the broader
community environment. Sometimes their work is performed within the
homes of persons residing in the community, at other times withia the
territory of another organization as in the case of the salesman calling
on a commercial customer. At other times their behavior may take place
in relation to public highways or in public buildings or on public
grounds. One could classify occupations in terms of whether or not

thev are headquarters—type occupations or field-type occupations.
Headquarters occupations -;ould be those whose work behavior is tied to
the territory owned by the company or group in which the occupation
exists. Field occupations are those that occur outside of that territory
in relation to a clientele. As noted above, field occupations present
special problems in maintaining and reinforcing occupational behavior
through the use of authority or through communications and socialization
processes. The field worker must be able to maintain his behavior
independent of immediate surveillance by the organization for which he
works.

Some occupational groups, especially in the professional category,
carry on occupational behavior within work locations largely owned or
controlled by others. For example, doctors carry on a good deal of their
occupational behavior in hospitals in which they occupy a special position.
They do not own or control the equipment and facilities used in applying
their professional skills, yet the organization in which they work does
not have direct control over their occupational behavior except insofar

ag a set of rules and a self-governing procedure may be employed to do
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so. The trial lawyer occupies a similar position with respect to the
courts, and in a less clear and precise sense, the professor occupies a
similar position with respect to the university within which he teaches.
Examining the work location in terms of its size and diffuseness, and
its control in terms or organizations and groups, should prove helpful
in understanding the varying problems that exist between different

occupational groups in our society.

Objects in the Occupational Situation

Another way of looking at occupational situations is in terms of
the objects that are found within work locations. Some work situations
are filled with machinery and tools and other inanimate objects that are
employed in performing the major roles associated with the occupations
being studied. Industrial work locations are obvious examples of this.
In contrast, other occupational locations are primarily filled either
with living objects, such as animals or plants, or with natural inanimate
objects, such as rocks, mountains, rivers, oceans and so forth. Still
others are primarily filled with people or with goods that are handled
not for the sake of production, but for the sake of distribution.
Characteristics of objects in the work situation, aside from having
obvious significance for the kinds of persons who might successfully
practice the occupation and the kinds of socialization processes necessary
to prepare them for it, would probably have significance for the way in
which communications can be carried on within the work situation, the
way in which authority may be exercised, and the way in which work groups

may be organized.
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Other Characteristics of the Work Situation

Work situations should also be examined in terms of such factors
as level of sound, heat, and light present. Special characteristics of
the work situation, such as the presence of hazards from industrial
irritants, high levels of odor, radiation, lack of oxygen or other
possible factors in the work situation, need to be examined in comparing
one job with another. These factors wili have significant effects on
career patterns, on recruitment of persons for the occupations, on levels
of satisfacton that persons have with their work experience, on levels
of pay demanded by persons in different occupational groups, and eo
forth. 1In other words, special characteristics of the work situation
that differentiate it from the normal living environment in which human

beings expect itc operate are important in the study of occupations.

Time and the Work Situation

S ATV IR U R TR ALt
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It is almost too obvious to note the fact that all occupations do
not operate on the same time schedule. Some are day occupations, and
others night—~ime occupations. Some have seasonal significance, such as
fishing or farming. Others are quite diffuse, in terms of time, having
no exact time relationships. The length of the work day and the work
week, and of the annual cycle and the career cycle involved in an
occupation, are extremely important in a number of respects. Since time,
in a sense, is a situational variable, it is mentioned here in addition
to its relationships to the activity-latcucy cycle associated with

occupations.
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In summary, it can be said thar every occupation has a set of

situational characteristics within which the occupational behavior is
carried on. Occupaticmal situations vary tremendously and need to be
understood fully before many social charactezistics of occupations and
characteristics of occupational culture can be understood. To study
occupations without studying the occupational situation is to igooure the

real stage upon which role behavier is acted out. The stage setting is

as important to the drama of occupational behavior as the script that is
represented by the role expectations contained within the occupational

culture.

Interactional Characteristics of Occupations

The fourth variable that needs to be examined carefully in the
study of occupations is that of social interaction. All occupations are
jnvolved in a network of social relationships in which the occupational
practitioner plays roles toward other people in interactional processes.
Without such connections to the social systems through interpersonal
relations, occupational behavior would necessarily be self-directed and
could not have significance in terms of the social system. In other
words, in order for the product produced by a person who performs
occupational behavior to be transferred to, and utilized by, other members
of the social system within which the occupation exists, the persons
occupying occupational positions must be linked to a system of social
relationships. It is through this system of relationships that occupa-

tional products or outputs begin to flow through the larger social system.
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1t is almost inevitable in a society such as ours, with a
materialistic orientation, to see work behavior more in terms of concrete
skills performed in relation to mzterial objects using machines and
tools, than to see it in terms of the system of social relationships
through which such behavior is performed. For example, in viewing the
occupation of automobile mechanic, it is almost irresistible for us to
think of the occupation in terms of the use of tools in relation to work
on a machine. However, the automobile mechanic, in using his tools and
in working on machines, must relate his behavior to other human beings.
Sometimes he will relate to the foreman of a shop or to other mechanics.
At other times he must act toward customers, parts cierks, and so forth.
All of these relationships must be viewed as a part of his occupational
behavior and must be given weight in examining the characteristics of
his occupation with respect to those pehaviors performed strictly toward
objects.

It has been long recognized, with respect to professions such as
medicine, law, teaching, social work and the ministry, that a large
component of occupational behavior is involved in social relationships
with people. This is inevitably perceived because all professions in
some respects deal with people as objects of occupational behavior. In
the case of non-professional occupations such as automobile mechanic,
plumber, welder, machinist, factory worker, etc., little attention has
been given to the interactional or social relationship component of
occupational behavior. It is probably also true that occupational

training in such places as vocational schools, or in apprenticeship
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programs, is focused upon rransmitting physical skills in manipulating
physical objects, and little attention is given to the social dimension
of occupational behavior. It is nevertheless true that every occupation
jnvolves the social relationship component without which it would have
no meaning in a social system. Since this is true, it would be useful
to have a classification scheme for categorizing occupations in terms of
how they fit into social relationship systems.

One way to begin to formulate such a classification scheme is to
eyamine the dominant role around which the occupational situs 1is buile,
in terms of its relationship to the interaction variable. For example,
the dominant roles of some occupatiouns are directed toward inanimate
objects. The primary behavior involved in performing such an occupational
role is toward objects other than human beings. Thus, the mechanic works
on the automobile in performing his dominant role. In contrast, the
physician directs his occupational behavior toward a person. As a
consequence, the dominant roles of the two individuals fit into relation—
ship systems in a different way. The mechanic enters social relationships
only in terms of "recessive roles" contained within his occupational
structure. These roles exist to facilitate the performance of a dominant
role rather than to serve as the central focus of occupational behavior.
In contrast, the doctor's dominant role is organized around behavior
toward another human being. Recessive roles within his occupational
situs may be related to the use of objects.

Another approach to classifying jnteractional characteristics of

occupations would be in terms of whether the occupational behavior is
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performed primarily within a work group or primarily as a solitary work
practitioner. The occupation of secretary is almost always included
within a work group that contains at least one other person. As a
consequence, the secretarial occupation is constantly involved in
interactions with other people in a group setting. In contrast, the
occupation of sculptor or artist may be performed by a solitary individual.
For suchk persons, occupational behavior is being carried on alcne mcst
of the time and only occasionally does the practitioner become inveclived
in group situations.

Another way to contrast occupations is simply to measure the
amount or rate of interaction involved in the daily activities of the
workers. Some persons will be in contact with large numbers cf indi-
viduals during a given work day and will be invoived in a coastant stream
of social interaction with others. Conversely, some occupations will
have a very low rate of association during the normal work day.

There are two research methods which can be employed to study the
characteristics of occupations in terms of the interaction variable.
They are (1) a sociometric contact survey, and (2) a standard social
participation survey. In the first, an effort is made to determine the
number of contacts a persovn is involved with during a given interval of
time, say a work day, week or a month. The techaiques suggested by

Weiss in Processes of Organization can be employed to accomplish this.10

10Robert Weiss, Processes of Organization, Ann Arbor, Michigan:
University of Michigan, 1956, pp. 88-108.
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The standard social participation surveys, such as those employed
originally by Chapin and modified by others, present aa opportunity to
study the organizational participation of occupational practitioners.
These surveys normally focus attention upon voluntary organizatiocns, such
as civic clubs or civic organizations. However, with little modificaticn,
the same technique can be employed in studying the participation of an
jndividual in various kinds of work group settings as well as in the

type of voluntary association studied by followers of Chapin.

Summary

Occupational behaviors may be viewed as a result of a number of
variabies that operate on the person engaged in occupational behavior as
causative or independent variabies. It was suggested that four variables
—-culture, personality, situation, and interaction--have determining
effects on occupational btehavior. This statement may be interpreted as
follows. Each occupation has a set of norms associated with it that
specify the kinds of behavior expected of occupational practitioners in
performing roles. This occupational culture may be described in terms
of norms, roles, positions, situses, and finally, in terms of the
relationship of the occupational situs to the total station of the
person in society. This is possible because these concepts have been
designed to permit description of culfure or cultural structures, starting

at the normative level and building up to more and more complex levels

11F¢ Stuart Chapin, Experimcntal Designs in Sociological Research,
New York: Harper and Row, 1955, pp- 275-278.
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of cultural structure. A person who engages in an occupation, then, is
viewed is having learned the occupational culture in the form of occupa-
tional roles and behavior required in a work situation and may be seen
as carrying out the norms contained within his occupational culture.

Each worker, however, has his own unique set of personality traits
which contribute to the behavior he performs in a work situaticn. These
traits interact with the occupational culture to infiuence the behavior
which results.

Each worker may be viewed as performing occupational behavior in
a work situation that has been shaped by the culture of his society and
to which he reacts as a personality. Finally, in the work situation he
interacts with other human beings who have also learned occupaticnal
cultures, have distinct personalities, and perceive the work situation
in a different fashion. Thus, occupational behavior mav be seen as
a result of the interplay between these four variables which act as
causative influences on work behavior.

Since these four variables are causative with respect to occupa-
tional behavior, they may be used, when broken down into sub-categories
of variables, to contrast and compare occupations with respect to the
effects of the four independent variable groups. What we are saying is
that culture, personality, situation and interaction do not apply in
exactly the same way to every occupation, but form unique combinations
with respect to each one. As a consequence, these four variables may be
used as a framework for creating systews for the comparison and analysis

of occupational structure and occupationzl behavior. The utility of the
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four-variable scheme outlined above can perhaps best be illustrated in
the next chapter, where the stresses and strains that are associated

with occupational behavior will be analyzed in terms of these four

variables.




CHAPTER VII

CCCUPATIONAL ROLE STRESSESl2

The four variables, sociocultural structure, personality, situation
and interaction, may be viewed as a system of interrelated variables that,
acting simultanecusly and in relation to one another, are causal with
respect to human behavior. If each one cf these variables contains
elements which are internally consistent, and if each variable is related
to the other in a consistent fashion, human behavior may be viewed as
stress-free. Stress or strain in human behavior arises when one of two
conditions occur with respect to tiie system of variables mentioned above:
(1) when the elements that are contained within the structure of the
variables become internally disorganized or inconsistent, or (2) when
the contents of one variable become incensistent with the contents or
operation of the other variables. Under the first condition, the conterts
of culture may become disorganized or internally inconsistent. Thus,
the various norms that comprise the sociocultural variable may come into
conflict with one another. Similarly, within the personality variable,
the various traits that form the personality system may be internally
inconsistent or in conflict. 1In the case of the situational variable, the
various objects or elements within the situation may become disorganized,
while in the case of soccial interaction, interpersonal conflict may
arise. 1In the case of the second condition, the contents of culture may

come into conflict with the personalities of the individuals expected to

12Harold L. Nix and Frederick L. Bates, "Occupational Role Stresses:

A Structural Approach,' Rural Sociology, 27 (March, 1962), pp. 7-17.
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to carry out the normative expectations contained within the culture.
Similarly, the sociocultural structure may not match the situation to
which it applies. Finally, the characteristics of the interaction process

may not correspond to the expectations contained within the culture.

AR h ¢

Thus, stress arises within the system when the elements that form each
of the independent variables become internally disorganized, or wher the
different variables comprising the system of varial'les become inconsistent

with one another.

: Following this reasoning, it is possible to identify several

b N s

forms of role stress which may arise in social systems. Since occupations

have been defined in terms of systems of roles, examination of the types 4
of stress which may arise in role relationships will be valuable in

£ examining occupational stress and strain.

P I

There are five distinct types of role stress that can be identified
and defined using the model outlined above. They are (1) role conflict,

2 (2) role inadequacy, (3) role frustration, (4) role nonreciprocity, and

(5) role superfluity or saturation. Each orne of these forms of role
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stress will be discussed in the paragraphs below.

Role Conflict

Definitions

3 The sociocultural structure variable consists of social norms, at
its most microscopic level. It will be remembered that these norms form
clusters called roles. It has been postulated that within a given roie

d there exists a strain toward consistency among the various norms
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comprising the role. Despite the existence of a strain toward consistency
among the contents of a role, norms a2re not always internally comsistent
with each other. When two norxrms call for behaviors that are inconsistent

with each other, a condition known as role conflict exists.

Role conflict, then, is a condition of stress within the socio-
cultural structure of a sccial system. It invoives inconsistency or
conflict between and among various norms comprising that system. When
a person tries to perform the behavior called for by the role, he finds
himself in a situation where one of the following is true: (1) his
behavior is perceived by himself or by others as being inconsistent,

(2) behavior performed in conformity to one of the norms defeats or
negates behavior performed in conformity to another norm contained

within the person's roles, or (3) the same person is expected by different
alters or groups of alters to perform behavior which conforms to one of
the two conditions stated previously.

Some illustrations from the field of occupations will aid in
understanding the condition of role conflict. The case of the traveling
salesman affords an opportunity to illustrate this concept. Let us
suppose that the traveling salesman's occupaticn requires him to spend
a great deal of time away from home, traveling around the country
performing occupational roles. In other words, the norms contained
within his occupational roles require him to spend large amounts of time
away from his family. Let us suppose the traveling salesman is married
and has several children. The norms contained within the structure of

the family system call for his spending time with his wife and children,
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performing various kinds of roles toward them. A man attempting to
fulfill the two sets of expectations finds that they are inconsistent
with each other. If he conforms to work norms, he violates expectations
of the family. If he conforms to family norms, he violates expectations
contained within his occupational roles. He is therefore in a situaticn
of role conflict.

The case of the college professor may also offer an illustration
of role conflict of a different sort. Let us assume that the college
professor has a role of educator or teacher contained within his occupa-
tionul position. At the same time, his position contains other roles,
for example, that of evaluator or examiner. When we study his occupa-
tional behavior and examine the norms contained within these two roles,
= - however, we discover that the norms calling for various forms of tests

and examinations result in the professor performing behavior which
negates or counteracts his efforts to act as a teacher or instructor to
his students. If he conforms to his examiner roles in an ideal fashion,
his effectiveness as a teacher is lost. 1f he conforms to his role as
teacher, his effectiveness as an examiner is lost. In other words, his
two roles contain normative inconsistencies that result in behavior which

is self-defeating. This would also be classified as role conflict.

L4

Pradiction of Role Conflict

Chidh 15 e v ivon

A number of propositions can be stated about the likelihood of role
conflict occuring within occupational roles and about the severity of
conflict with respect to actors. Role conflict involves inconsistencies

among the contents of role. It seems reasonable to assume, therefore,
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that the more roles contained within an occupational situs, the more
likely the situs is to contain instances of role conflict. That is to
say, the more complex an occupation is, and the more roles a person is
required to perform in order to fulfill occupational expectations, the
more likely he is to be exposed to role conflict. This proposition is
based on the simple assumption that the more roles there are, the more
chance there is for inconsistencies to arise among contents. Similarly,
we could say that the more norms contained within a given role, the
greater is the likelihood for that role to contain conflicts.
Another proposition that can be stated about role conflict is
as follows: role conflict is more likely to be perceived by the actor
performing the roles if the norms that are in conflict are close to each
: other structurally, than i they are far apart. Thus, we can state that
the severity of role conflict probably varies inversely with structural
distance among the elements in conflict. Two norms calling for behavior
performed toward the same perscn, in the same situation, in a short span
of time, are more likely to be perceived by the actor as conflicting.
They are also more likely to bring about interpersonal conflict when
the use of social sanctions or social controls arise to produce role
conformity.

It seems reasonable to assume that the more complex an occupational
situs is in terms of the number of roles it contains and the number of
positions these form in different group str ctures, the greater will the
structural distance be among positions forming the situs. In other

" words, in very complex occupational situses, a great deal of structural
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distance will separate one role from anotker. This will be true since
the situs will contain a large number of positions and each position will
be contained w.thir a different group structure. Some of these groups
will be located in one organization, others in another crganization. It
is even possible that one position will be contained within an o-ganiza-
tion in one community and another in a different organization in a
different community. In such occupational situses, a large amount of
jnternal inconsistency or role conflict is apt to arise among the varisus
parts of the occupational situs. However, according to the last
proposition, it is likely that actors with extremely complex situses,

in which large st:uctural distances are present, will pot perceive a good
bit of the incomnsistency or role conflict contained within various parts
of their occupaticncl situs. They are icost likely to perceive the role

conflict that exists among elements close to each other in structural

distance.

The Consequences of Role Conflict

A word needs to be said about the consequences of role conflict
for the actors who experience it and for the system within which it takes
place. Each form of role stress which will be discussed below, including
role conflict, has two different kinds of effects. The first is on the
personality system of the individual who occupies the positions and
performs the roles that are in conflict. The second kind of effect is
on the functioning of the system within which the actor plays the
conflicting roles. We can call these the psychological and social

consequences of this form of stress.
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In order for the psychological consequences of role cenflict to
occur, the actor performing the role must perceive the inconsistency or
conflict. He must, in other words, be aware that the behavior expecta-
tions that apply to him are (1) logically or morally inconsisteat, and
(2) call for self-defeating or mutually exclusive behavior. When the
actor perceives the inconsistency, or role conflict, one of a number of
psychological consequences will occur. He will feel guilt, anxiety,
fear, frustration, or anger. Each one of these emotions is punishing
to the individual experiencing it and leads to efforts on his part to
eliminate the emotion state and to establish some form of consistency irn
the normative system that applies to him so that the punishing effects
of the emotions are reduced.

States like guilt, fear, and anxiety can be traced to reward,
punishment, and reinforcement experiences the individual has had in
interpersonal relations with cthers. In other words, when a person
perceives ar inconsistency in behavioral expectations, he is led to
anticipate sanctioning behavior on the part of others who hold the
expectations toward him. He expects alter actors to use some form of
social sanction or social control to enforce expectations. Socialization
may iead the actor to anticipate this and to feel the emotions cf anxiety
or even fear.

It has been noted that the actor must perceive the inconsistency
in some way in order to experience the consequences of the conflict. We
are hypothesizing that an actor will perceive the inconsistency when the

behaviors called for occur close together in social, physical, and
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temporal space. In other words, when the two behaviors are performed

toward the same actor in the same situation, he is much more likely to

perceive the inconsistency than when they are performed toward two
different actors in two totally different situations separated by a
considerable time lapse. Furtheramore, it can be said that alter actors
may perceive the lack of comsistency in the behavior of a person under
the same conditions. That is, if inconsistent behaviors are performed
toward the same alter in the same situation close to each other in time,

the alter actor is apt to parceive the inconsistency, and, through his

behavior, cause the ego actor to perceive it. If, however, the behaviors 1
are performed toward two different persons in totally different situations, |

the alter actors must themselves interact with each other, or perceive

the interaction of ego with the other alter, before such perception can
take place. On this basis, it is believed that the closer together two
norms are in socizl space, the more likely the actor is to perceive the
conflict and to be immediately punished by experiencing it. This
discussion of the characteristics of work situations and of interaction
patterns as they apply to occupations should have pertenence to this

theory of role conflict.

It is probably true that different personality types have a

greater or lesser tolerance for role conflict. If this is true, then

tolerance for such conflict may become an important selecticr criterion
for those occupations that involve a high degree of exposure to this
form of stress. This leads us into a discussion of the rext type of

conflict or stress.
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Role Inadequacy

Definitions

Several times, in previous paragraphs, the hvoothesis has been
suggested that each combination of roles that form situses has a type of
nersonality system that best fits it. That is to say, for each set of
roies that form a situs or station, there is a type of personality system
that can perform the roles with the least amount of inconsistency with
personality traits. This is not to say that for every conceivable system
of roles that form an occupational situs there is a perscnality type that
would experience no stress at all, but rather to say that a given
personality type will minimize stress with respect to a given occupation.
When the role requirements contained within an occupational position are
consistent with the personality traits possessed by the actor assigned
to the position, no stress exists. When, however, there is a lack of
correspondence between personality traits and role requirements, a
condition known as role inadequacy exists. Role inadequacy, therefore,
represents a confliict between the scciocultural variable and the
personality variable as they relate to the causation of human behavior.
This kind of role stress takes a number of forms, First, the character
traits or personality characteristics of an individual may not correspond
to the kind of behavior required of him by his roles. Let us say, for
example, that a given perscen is very submissive, shy, and retiring, but
he is assigned to a supervisory role in an organization that requires

im to give orders and directions to other people, and to exercise

disciplinary action with respect to them. The requirements of his
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cccupaticual role seem, therefore; to be inconsistent with the personality
cr character of the zctor.

Ancther form of roie inadequacy, rather than involving the
charscter traits of the individual, might involve the socialization of
the individual in terme of his occupation. He may be assigned technical
roles for which he has not been prepared through socialization. Thus,
he is incompetent. In this case, inadequacy takes the form not cf a
conflict between his personal character and the requirements cf the role,
but between his experience and background and the contents of his role:

Role inadequacy may take still another form. Consider a case
in which a person with a high degree of intelligence and ambition is
assigned a menial task to serform. In this case, the individual may be
over-socialized for %he particuiar requirements of his job, rather than
under-socialized for them, and role inadequacy arises sut of a mismatching

of the individual's napacities with the requirements of his job.

Occupational Recruiiment, Sociziization and Role Inadequacy

Recruitmeni procedures in the field of occupaticas and in
sogialization pragtices are designed o reduce the likelihood of role
inadequacy. 1In imother respect, occupationzl mopoility, or movement from
lower to higher zchelons of cccupational accomplishment, is designed to
overcomé or reduce the 1likelihood of role inadequacy.

A5 in the case of role conflict, the stress of rcle-inadequacy
has betn personal and social consequences. When the individual perceives
himself as beinz inadequate with respect to the roles assigned to him,

he may suffer the same kinds of emotions mentioned with respect to role
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conflic=. Shame, guilt, anxiety, fear of loss of status, and so forth,
may be the result of this form of stress. Similarly, the social system
in which the person is assigned roles may suffer from partial or
incomplete role performance. When such incomplete or inadequate role

performance exists, the ourput of the work group's product or funcrion

will be impaired.

Role Frustration

A third form of role stress may be entitled role frustration. It
occurs when the situation in which roles are performed contains elements
that prevent or impair role performance, or where the situatior lacks
the proper objects to facilitate role performance.

Every role consists of a set of norms that call for behavior on
the part of an actor in a situation. Roles normally assume a certain
situation content and structure in which the behavior takes place.

In other words, the role definition assumes that certain objects are
present in certain relationships to each other For example, the
housewife's role as cook presumes the presence of a stove, pots and pans,
a water supply,. light, and various other situational components which
are used as facilities or tools and equipment on the stage upon which
the "cook" role is performed. If any one of these objects is missing;
for example, if the stove malfunctions or is not present, then the
performance of the role is affected, It may be prevented entirely,
delayed, or impaired. In the case of role frustration, we assume that

the individual has learned the normative contents of the role, that
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these contents are internally consistent, and that the person's
personality maiches the requivrements of the role, but that eiements in
the situation prevent the performance of it

Role frustration has obvious implications for the study of cccupa-
tions. Occuparional behavior normally presumes, in a society such as
ours, the existence and operation of various occupational paraphernalia
in the situation. In order for a person to perform his occupation, he
must have access to situations that contain the supporting elements that
make role performance possible. The trained machinist can only act out
his role as machinist if he has access to a machine shop containing the
proper tools and equipment to perform his trade. Breakdown in equipment,
or changes in its character, may frustrate role performance. As a matter
of fact, unemployment itself may be seen as lack of access to a situation
within which occupational roles can be applied.

Role frustration is probably more likely to occur in certain
occupations than others. It wouid seem reasonable to assume thar the
more complex the situation is, within which occupational roles must be
performed, the more likely an actor is to experience role frustration.
Indeed, it can be noted that certain occupations concern themselves
with creating and maintairing situations within which octher oczcuparions
may be carried out. For example, persons who repair snd maintain
machinery, and those who control heat, light, sound levels and so forzch,
have occupations related to maintaining situations within which others
perform their work.

Disasters and crises such as fires, explosions, and so forth,

provide insights into the effects of situational disorganization cn role
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behavior. Situational elements are destroyed or damaged und disorganized
in disasters and crises, and therefore role frustration occurs. Behavior
immediately foilowing disasters, both small and large, is generally devoted
to restoring the physical situation to a state where role behavior may
be resumed.

Role frustration also results in personal and social consequences.
It is probably true that the typical emotional response to role frus—
tration is anger or aggressicn, rather than fear or anxiety. As already
pointed out, this kind of stress results in impairment of role behavior

and, therefore, affects the output of the system function.

Role Nonreciprocity

Role conflict occurs when two norms that apply to the behavior of
the same actor are inconsistent with each other. That is, when the same
person is expected to perform two behaviors that are ir conflict, we
have the condition known as role conflict. A different kind of stress
arises when the norms contained within a role assigned to one person do
not correspond, or are inconsistent, with those assigned to another
person with whom he interacts. This kind of stress we will call role
nonreciprocity. In other words, in role nonreciprocity, two noims
assigned to different actors are not reciprocal to ezch other. Instead,
they call for behavior which is either logically or morally inconsistent
with respect to the accomplishment of a common function, or in which the
behavicrs defeat each other as in the case of role conflict.-

Thus, nonreciprocity would exist if the norms that call for

behavior on the part of the lecturer do not correspond to the norms
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calling for behavior on the part of students in the clas;room Suppose,
for example, students were permitted to talk whenever the mood hit them
so that they would be permitted to converse with each other interrupting
the lecturer whenever they wanted to. On the other hand, the lecturer

is expected to present a consistent, logically developed set of ideas to
an audience who in turn is expected to absorb the ideas through listening.
The behaviors in this case would be internally inconsistent, and role
nonreciprocity would occur.

When this kind of stress arises, the result is usually inter-
personal conflict. That is, the individuals, in trying to perform their
roles, come into conflict with each other and an interpersonal disagree-
ment of some sort arises. Nonreciprocity may arise when two actors are
given the same functicn to perform and when the same rights and duties
are understood to appiy to both. That i3, if both individuals are given
the right to give each other orders and instructions and to supervise
the work of the other, we would have a condition of nonreciprocity. The
most common condition under which nonreciprocity is observed is the case
in which two actors define the same roles differently. For example, the
wife's definition of what the husband's roles are in the family differs
from the husband's definition of his own role and vice versa. In other

words, a lack of consensus on normative expectations may result in

nonreciprocity.

Role Superfluity or Saturation

A final kind of stress needs to be noted. Suppose we were to add

new roles to a given occupational situs until we reached the point at
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which the full time and energy of a given individual were consumed, in
other words, until he had no more time or energy to be used in fulfilling
additional role expectations. Suppose, however, we go beyond this point
and continue to add new roles and new responsibilities to the same
person's occupational positions. When the number of expectations exceed
the capacity of the normal indjvidual, even if there are no persomnal
inadequacies when each individual expectation is examined, we have a
conditisn known as role superfluity or saturation. An opposite condition
ex..ts when the roles assigned to a given person are so easily performed,
and so simple, that they do not fill the entire time or utilize the

entire capacity of the person. This condition can be called role poverty.

Superfluity may be observed in occupational situses high on the scale

of occupational prestige, and the opposite condition may be observed in

occupations low on the scale of prestige. When superfluity oceurs, the

:’ jndividual finds himself in a state where he cannot fulfill all of the
role expectations assigned to him. Each one, in and of itself, is
considered legitimate and within the capacity of the individual to
perform, given unlimited time and energy. However, within the limits of
a normal workday and week, during the normal life career of the individual,
he must sacrifice performance of some role expectations. The office of
President of the United States seems to be a classic example of this
kind of role stress. Management and executive positions in general seem
to be particularly prone to this form of disorganizatiom.

There are obvious personal and social consequences of role
g. superfluity., It is a condition that normally precedes further differen-

tiation of the svstem into new occupations or into new subgroups-
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Much has been made of the opposite conditior to role superfluity
in the literature on industrial society. Here, it is noted, many jobs
in a production line organization are too repetitive and simple to
challenge the capacities of the normal human being. As a consequence,
boredom and monotony are exparienced by the persons fulfilling the
occupatioral roles. In the writings of some industrial sociologists,
starting with Rothlisberger and Dickson in their study of the bank
wiring room, this condition is seen as cne of the origians of the
so-called informsl organization within industry.l3 Informal groups are
-een as a consequence of the worker's efforts to introduce variety and
interest into his work situation. Role superfluity, on the other hand,

has been seen 25 the origin of executive uicers and cardiac complaints:.

13Fritz J. Rothiisberger and William J. Dickson, Management and
the Worker, Cambridge, Massachusetts: Harvard University Press, 1939.
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CHAPTER VIII

THEORIES OF OCCUPATIONAL RANKING

Occupations are not equal to each other in rank, as measured by
different variables. For example, they differ in the amount of power
that individuals have cver others in the social system in which they
exist. Similariy, they are mnot equal to each other in the amount of
income o* other rewards a person receives by virtue of performing
occupational roles. Finally, they do not have associated with them
equal amounts of occupational prestige. Some occupations are respected

to a high degree, while others are disdained.

Davis—=Moore Functicnal Theory of Occupational Rank

Many studies have been made in this cou.try and abroad of the
rankings of occupations in terms of these variables. Several theories
have been advanced to explain the particular variation in occupational
ranks that have been observed in these studies. The most famous of
these is the theory of Davis and Moore which has been discussed, pro and
con, over a number cf years in the field of sociology,14 Davis and Moore
in their original consideration of the causes of occupational rank

differences stated the hypothesis that occupations vary in social rank

according to the importance of the function they perform for the society.

1l‘K:i.ngsley Davis and Wilbert E. Moore, '"'Some Principles of
Stratification,”" American Sociological Review, 10 (April, 1945),




Thus, occupations with high functional importance rank high in other
attributes, such as the amount of income afforded the otcupational
practitioner and the amount of prestige afforded him by members of
society. Davis and Moore reasoned that, from the point of view of the
social system, it is more essential to fill occupations which are crucial
to the functioning of society than to fill those which are less crucial.
As a conseguence, a system of higher rewards has evolved that has the
function of insuring the performance of the most vital functions for the
social system.

The difficulty with the Davis-Moore hypothesis, as pointed out by
the authors themselves and various critics, has been the measurement of
functional importance. How does one establish the functional importance
of the occupation of physician in a society, for example, as compared to
that of garbage collector? It might be argured that both functions have
the effect of maintaining the health of the population and are of equal
value.

The way out of this dilemma that has been suggested is to take
the ratings of functional importance perceived by members of the system
and to revise the hypothesis to state that it is not the real functional
importance that counts in occupational rankings, but rather the pexrceived
functional importance vis-a-vis the value system of the society that
determines the ranking of an occupation. Thus, if doctors arz perceived
as being functionally more important by members of society than garbage
collectors, they will be rewarded more highly.

The difficulty with this hypothesis is in demonstrating the kinds

of social mechznisms that result in the elevation of the rank of one
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occupatior and the depression of the rank of anorher. What behavior,
for example, goes on within the social system that determines the level
of rewards received by a doctor, in the form of income, as opposed to

the level of rewards received by a garbage collector ?

Supply-Demand Theories of Occupational Rank

Other theories suggest supplements to the Davis—Moore hypothesis
and introduce a supply and demand kind of reasoning into occupational
rankings. For example, it is pointed out that there are differences in
the scarcity of personnel who are able to perform various occupational
roles. If we hold the variable of functional impcrtance constant, so
that each occupation is regarded as equaliy important, and then vary
only the supply of people, those in scarce supply will receive higher
rewards than those in plentiful supply. This theory then necessitates
determination of the factors that affect both supply and demand.

Most thzoretical arguments to bolster the functional theory have
been made on the supply side of this formula. It is reasoned that
certain occupations require a long, extended period of training. Persons
not snly have to go through the public school sysiem, but must enter
college and complete graduate or professional training before they are
considered on the market. The supply of such people, then, is affected
by the length of trainirg required to fulfill occupational roles. It is
reasoned that fewer reople will voluntarily submit to extended periods
of training for an occupation than to shorter periods. Thus, the supply

of pecple is limited. Another argument on the supply side takes the
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form of special abilities or talents. Thus, professional sports
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occupations, such as baseball or football, require high levels of

STl i3t

physical strength, cocrdination, and so forth. These qualities are

scarce within the population, and, therefore, affect the supply of
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persons capable of fulfilling role expectztions. Intelligence, beauty,
strength, courage, and other qualities that are scarce within a human
population may be considered to affect the supply of persons available
to fulfill occupational roles, and thereby to affect the rewards
necessary to induce individuals to enter these occupational positions.

Obviously, functional importance and the supply cf persons to fuifill
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jobs vary simultaneously in real societies. Similarly, societies do not

have equal demands for all kinds of occuraiicnal practitioners.

Power and Occupational Rewards

Still another hypothesis that relates to occupational rank
involves a notion of power. This is seen most clearly in Marxist
reasoning, where power, in the form of the ability to control relation-
ships between other people and to command their obedience or conformity
to expectations, influences the flow of wealth and prestige within the
system. Thus, persons with high levels of power may also appropriate
high levels of wealth or prestige for themselves. Using this hypothesis,
it would be reasoned that certain occupations fit into the structure of
society at places where the practitioner has access to power. As a
consequence, he will also have access to prestige and income. On this

- basis, the hypothesis of status congruity and crystallization has been
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stated.15 This hypothesis holds that there is a tendency within social

systems for the ramk of an occupation on the three variables of power,
wealth, and prestige to achieve equal status. That is, the leval of
power, prestige, and income will correspond to each other, so that
occupations will be high on all three or low on all three simulanteousiy,

with little independent variation in the three ranking attributes.

Confiict Theory of Occupational Rank

The present writer would like to suggest an alternative

hypothesis to be added to those suggested above, as a partial explanation
for variation in occupational rankings. Tnis hypothesis can be stated
as folicws. The rank of an occupation in terms of power, wealth, or

. prestige varies directly with the exposure of the occupational practi-
tioner to the five forms of role stress outlined eariier. When an
occupation is exposed to high ievels of role conflict, inadequacy:
frustration, nonreciprocity, and superfluity, a high level of rewards in
terms of power, wealth and prestige will be mecessary to induce a person
to fulfill occupational role expectations, The theory is that the five

forms of stress provide negative motivations for the individual to

withdraw from the occupation and to seek a situation in which the

15E= Benoit-Smullyan, "Status, Status Types, and Status Inter—
relations,” American Sociological Review, 9 (April, 1944), pp- 151~161.
Cerhard Lenski, "Social Participation and Stat"s Crystallization,"
American Sociological Review, 21 (August, 1956) . pp. 458-464.
Roland J. Pellegrin and Frederick L. Bates, "Congruity and
Incongruity of Status Attributes Within Occupations and Work Positions,"
Social Forces, 38 (October, 1959), »p- 23-29.
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stresses are reduced. In order, therefore, for the actor to be induced
t0 assume the occupational roles and remain in them, high leveis of
reward will have to be offerec as a ccunter motivation. If one examines
the occupational rankings from various studies performed over the last
ten or fifteen years, he will discover that those occupations at the top
of the occupational ladder also seem to be those with a maximum exposure
to role srress, while those at the bottom seem to have 2 iow degree of
exposure.

It is porbably true that no single theory can account for occupa-
tional rankings. It is undoubtedly necessary to use a combination of
the Davis-Moore hypothesis, the role stress hypothesis, the notions of
supply and demand, and those of congruity and crystalliza*ion to account
for variations in occupational rank,16 The most remarkable thing to be
observed in ithis connection is the fact that repeated studies have shcwn
a rather stable and consistent ranking of occupations in terms of the
variables mentioned. This gives us some hope of achieving an adequate
theoretical explanation of the cbserved phenomenon as data accumulates

over the next decade or so.

- « 1
Role Stresses and the Strain Toward Consistency

Earlier in this discussion, it was suggested that a strain toward

consistency exists among the various parts of a given occupational situs.

i6See Footnotes 14 and 15.

17The concept cf consistency in human thought, feelings, end
belief has an ancient history, being explicitly introduced into sociology
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1 was further suggested that this strain toward consistency is strongest
aacng the parts of anm occupational situs that are structurally closest
to each other, snd that the source of this strair toward consistency can
be found in role scresses. It is now possible to state this theory in
a 1itrie more detail. First, role stresses are the resulc of inconsist-
encies either within the structure of a role or roles, or between roles
and prhe. variables such as personality, situation and interaction.
Thus, the strain toward consistency amounts to the elimination of role
stresses from the social system.

We may visualize the elimination of role stress as follows. Role
stresses zare punishing to the acror experiencing them aud disrupting %o
the system within which they occur. When an individual experiences the
punishing effects of a rnle stress, it is hypothesized that he wiil
attempt in some way to reduce the stress. In order to do this, he will
hawve to do one of several things. First, he can redefine his roles so

that the norms within them are no longer inconsistent internally with

by Wiliiam Grsham Sumner who stated that folkways were "subject ©c a
strain of ronsistency with each other.” (Folkways, New American Library,
New York, 1960. p. 21.}

It was not until the 1950's, nowever. that widespread interest
in the primciple of consistency has been evident, primarily in psychology
and communications theory. Modern consistency theories, appearing under
the various names of balance, congruity, symmetry and dissonance, propose
that a person tends to behave in ways that minimize the internal incon-
sistency among his intrapersonal cognitioms, his interpersonal relations,
or among his beliefs, feelings and actions.

A good summary and bibliography of comsistency theory is:
William J. McGuire, "The Current Status of Cognitive Consistency
Theories," in Cognitive Consistency, edited by Shel Feldman, Academic
Press, New York, 1966, pp. 1-46.
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other facrors such as his personality, situation or interaction. Second,
and least likely, he can change his personality traits in order to
conform to role expecztations. Third, he can alter the situation in some
way, or iourth, he can change the way in which interaction takes place.
Any one of these behaviors could reduce the stress within the system.

It is assumed that the actor will go on attemrting, through
acticns of one sort or another, to eliminate stress until he is successful
in doing so, or until he withd-aws from the occupation. If he suczceeds
in eliminating stress, he will, for himself at least, have achieved a
situation of internal consistency. Within his particular roles, the
strain toward consistency will have operated. 1If a large number of
actors experience the same kinds of stress and behave in the way the
individual described above behaved over a long period of time, it is
hypothesized that they will move toward achieving some common solution
to the stress problem. The commonality of the solution will be enchanced
by the operation of social control within the social systems where the
stress exists, and through the operation of socialization and communica-
tion behavior among members. Thus, in the long rumn, we are able to
conceive of the system moving toward, if not ever absolutely achieving,

a condition of internal consistency among the various parts. The strain
toward consistency among the various parts of an occupational situs is
seen as the result of the operation of role stresses and the reaction of
actors to such stress.

Stress can also be seen as a potential cause of disruption of the

system itself, One can reason that when role stresses occur, negative
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consequences result for the system. It is disrupted or impaired in some
way. This means that actors other than the person experiencing the
stress will have difficulity in performing their roles in relation to the
person iavoived in stress. This disruption will result in their applying
pressures of one kind or another on the person involved in the stressful
behavior. This pressure will take the form of social controls or
socializing behavior that, in the short rum at least, will have the
effect of increasing the stress experienced by the original actor. The
other actors' behavior will reinforce the behavior of the actor attempting
to eliminate stress from his own situation and cause further movement
toward consistency.

Obviously, role stresses must be introduced into a system through
changes occurirg for one reason or another. Changes in the actfors in
the situation, in the total culture within which an occupation exists,
in the system of relationships that fit the occupation into an inter-
actional contexi--all these may be sources of change which intrcduce
stress into the system. In a real sense, therefore, occupational rolie
stresses may be seen as a consequence of change occurring elsewhere in
the system, and may also be seen as the cause of the change pccuring in

the system, depending on the perspective or focus involved.




CHAPTER IX

THE DYNAMICS OF OCCUPATIONAL BEHAVIOR

Occupations have been described in terms of the concept of situs
in previous chapters. We stated that an occupational situs consists of
a number of positions that the practitioner holds in various work groups
connected with his occupation. Each onz of these positions contains a
repertoire of roles that relate to the functions performed by that
jndividual in each of the groups involved in his occupation.

It is possible, using the concepts already outlined, to visualize
occupational behavior in terms of the time dimension. There are two
aspects of this dimension chat need to be considered. The first relates
to the daily, weekly, and annual round of behavior associated with a
given form of occupational situs. The second may be called the career
pattern, or the life cycle, of an occupation. A brief review of the

application of role theory to these two dimensions is given below.

Occupational Work Cycles

As already noted, each occupational situs consists of a number of
positions containing a number of roles. These positions and roles pass
through active and latent states. In the latent state, the occupational
roles and positions consist of knowledge, skills, and habits stored in
the personality of the cccupational practitioner. In other *sords, in
the latent state, the occupational situs consists of knowledge about how
to perform occupational behavior. Each role zhat has been learned by

the occupational practitioner and stored within his personality is

T bl e T . Ty -——




P o N A— o ——m oy T Eew -~ D

134
associated with at least four situational dimensions that act as cues
to the actor in bringing his occupational role out of the state of
latency into one of activity. These éues are associated with (1} time,
(2) place, (3) alter actor, and (4) function. That is, each role has a
certain segment of time within which it is defined as appropriate, and
other segments of time when it is defined as inappropriate, Similarly,
each role has associated with it a certain set of surrounding circum-
stances, or a certain place, that contains various objects with which
the role is associated. 1In addition, roles performed by occupational
practitioners arz associated with certain kinds of alter actors toward
whom the role is performed. Finally, they are associated with certain
functions that need to be performed in group situations. If a certain
configuration of time, place. aiter actor, and function occur, the
occupational practitioner is expected tc perform a given role. These
four dimensions of situations act as cues to bring into a state of
activity the role expectations that apply to thai particular set of
circumstances. The daily work cycle of a person practicing an occupation
may be viewed, therefore, as consisting of a sequence or pattern of
activity-latency on the part of the various roles that comprise the
occupational situs: For a period of time, the occupational practitioner
actively occupies a given one of his various occupational positions and
interacts with members of one of the various groups involved in the
multi-group system within which the occupation is practiced. Within this
group, and in the context of that position, he performs one of his roles.

This role is active for a period of time, and then the actor shifts to
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a different role, perhaps within the same position, or he may shift to
an entirely new position in a different group structure where another
role becomes active.

Each occupation will have a typical rhythm and sequence that
gives a pattern to its activity-latency characteristic with respect to
the various positions and roles contaired within the occupational situs.
These rhythms and sequences will have daily, weekly, and annual cycles
contained within them. In addition to this, the occupational sequences
and cycles will be lodged, as part of the person's total station ir
society, in larger systems and cycles of behavior. Just as such patterns
may be discerned with respect to work and occupation, they may be
discerned with respect to the person's kinship affiliations, his
neighborhood and community connections and so forth.

We see, therefore, that tie occupational situs consists of a set
of behavior expectations that are organized in terms of group structures,
and, within group structures, in terms of functions around which roles
are organized. The set of expectations that give structure to the
occupational situs give organization to occupational behavior. 1iIn other
words, the normative system which specifies the expectations associated
with a given occupation wiil give form and structure to the behavior of
the person practicing the occupation. This form and structure, in both
the organization of the individual's behavior and in the structure of
the occupational situs in terms of normative expectations, will vary
from ore organizational context to another. Thus, the same occupatica,

lodged in different organizations, will take on a different form in both
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its normative and its behavioral sense. A sccretary for a university

will, therefore, behave differently from a secretary to a lawyer in a

law firm. This will be true because the positions and roles contained
within the occupational structure and the behavior emitted by the

occupational practitioner, will fit into a different system of greups

containing different roles-.

Occupational Career Patterns

Just as it is mecessary to visualize daily, weekly, and annual
cycles in occupational behavior, it is necessary to be able to describe
the life cycle of a person 3s it relates to a given occupation. This
can be done in the same terms as already outlined. 1t shculd be apparent
that the occupational career pattern <can be viewed as a process through
which an individual becomes assigned to an occupational situs and builds
within it a set of positions and roles that comprise a full complement
of positions and roles for a mature occupatiocnal situs- (See Figure 15.)
This statement can also be made as follows. We may visualize the occupa-
tional career of a given individual as being a process through which the
individual adds positions in work groups to his occupational situs and
builds a large complex structure of positions that comprise full occupa-
tional participation. The novice secretary, for example, joins the
university staff as a secretary within a given academic department. The
first position she occupies is in a group concisting of several other
secretaries, herself, and the faculty of the department. She has already

learned the technical roles associated with being a secretary- She
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knows how to type, take shorthand, the rudiments of filing, making
appointments, 2=d so forth. This becomes the first position in her
occupational situs within that organization. Socn she learns that in
order to fulfill the roles contained within this position, she must
relate to persons outside of the department. For example, she must ]
relate to the secretary in the dean's office. She, therefore, adds a
new position to her occupational situs in an interstitial group which
exists between the department for which she works and the dean's office.
Later, she learns that certain of her duties require her to interact
with members of the business office, and a new position with a new set

of roles emerges. Still latz., she learns that she must perform roles

in another greup comprised of persons in the library and herself. Thus,
new positions, each containing new roles, are 2dded to her repertoire
of positions and roles to form the occupational situs.

These positions and roles existed within the occupational situs
prior to her entering it. They are lodged in the structure of the
organization within which she carries on her occupational behavior. In
a sense,she is fed gradually into the system as she becomes a participant
in first one group and then another, and performs behavior within these
various contexts.

Let us assume that when she begins to work for the particular
organization, she is a subordinate to an office manager. As time
prbgresses, the office manager ieaves and she replaces him in 2 new
position within the original work group to which she belongs. When she

occupies her new position, still acting as a secretary within the context
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of her original occupation, she finds a whole new set of group memberships
necessary to the performance of her occupational duties. Still new
positions, then.are added to her occupational situs, and old ones are
dropped.

let us assume that she remains office manager until the time of
her retirement arrives. At this point, her occupation moves entirely
jnto a latent state, The various group memberships, and the roles
associated with them, become latent, more oF less permanently. Instead
of the daily, weekly, and annual cycles governing the pattern of activity-
latency, we now arrive at a point where the entire occupational situs
becomes latent, and the roles are mno longer performed.

In this way, we can see an occupational career pattern as a
progression thrcugh which new positions are added to the situs of a given
jndividual, and old ones are forced into a state of latency. The situs
is built and changed gradually as the individual passes rhrough his
career. In these terms, upward mobility amounts to assuming a new situs
structure containing new sets of positions, each new situs containing
higher levels of income, power, authority, prestige, and so forth.

Phencmena such as retirement and unemployment may be thought of
as either voluntary or forced latency in the entire occupational situs-
Some of the problems associated with both may be accounted for by the
fact that the individual has learned the occupational roles, and the
cycles and patterns of their performance. These have been fitted into

the larger station organization of the individual, but have become latent,
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causing the need to readjust the structure of the entire station This
is true both in terms of normative structure (thzt is, what pecple
expect in the way of behavior of the individval) and in terms of real
behavior. In the state of retirement or unemployment, a segment of the
person’s total station is held in a state of inactivity. <Change in the
time, energy, and effort previsaslv spent cn the occupation, ss well as
loss of rewards, both tangible and intangible, must be compensated for
by a reorganization in the life pattern of the individual, in short, by

restructuring his station in society.

Non-Vertical Occupational Mobility

Horizontal Mobility

Two other forms of oczcupational mobility may be discerned in terms
of the concepts already outlined. The first may be called horizontal
mobility; the person changes from one occupation to another and therefore,
the new occupation situs contains a different set of dominant work roles.
The person changes from a secretary to a bank clerk, or from a salesman
to an insurance agent. In such mobility, the person occupies a new
occupational situs organized around a different set of dominant roles.

Horizontal mobility is probably most characteristic within a given
status or rank level within a social system. A person is most apt to
change from one ozcupation to another within the same gereral income,
power, and prestige level. A second type of horizontal mobility amounts
to changing jobs from one organization to another, while still maintaining
the same occupation. This may be called "within cccupation” horizontal

mobility as opposed to ''between occupation” horizontal mobility.
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Diagonal Mobility

A different type of occupational mobility may be characterized as
diagonal mobility. It occurs when a worker changes both his horizontal
and vertical position with respect to the world of work simulcaneously.
It can be accompiished in two ways. A person may change from a lower
ranking occupation to a different occupation of higher rank. He changes
from being an insuranze salesman to a lawyer, Ior example. 1in §9 doing,
he changes his job from one orgamization to another. Thus, he has moved
horizontally from one organization to ancther and verticzlly by assuming
an occupational situs of higher rank The other way in which this can
be done is by staying within the same occupation but changing orgamiza-
tions for a job within the occupation of higher raml:. Thus, an assistant
professor at universitry "A" changes jobs to university "B" and in the
process becomes an associate professor; or a vice-president for corpora-
tion "A" changes to corporation "B" as president.

Any one of the changes referred to wouid be accompanied by a
change in the structure of the ozcupational situs. The situs would
contain new positions and the positious wculd contain a different
configuration of roies. Since this is true, occupational mobility may
be traced by studying changes in occupational situs structure and
organization. Since any change in situs structure is likely to result
in stress with other situses contained within the person's starion,; all
forms of mobility mentioned above are apt to result in readjustment in
the total life behavior of the individual 2s represented by his station.

The patterns with which the person carries out his kinship obligation,
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for example, may be changed when the patterns associzted with his

occupation are changed.

Occupational Socialization and Recruirment

The socialization of a person into an occupation amounts to a
teaching-learning process through which he liearns the various roles
associated with his occupational situs. This socialization process
may take place primarily ir a vocational or non-vocational school and
continue through various stages of formal education, or it may be carried
on through either formal or informal apprenticeship. Whichever form
occupational socialization takes, the individual usually begins by
learning the skills and behavior expectations associated with dominant
occupational roles. As he begins te participate in actual work groups
associated with the occupation, he begins to learn the requirements of
other roles associated with this dominanr set of behavior expectarions.

The paragraphs above, which describe the addition of new positions
and roles to the occupational situs as the person assumes full partici-
pation in the occupation, afford a model through which socializacion can
be studied. As new positions and roles are added in new group situations,
other members of the groups engage in socializing behavior with respect
to the occupational practitioner. The secretary is trained in the
secretarial school to type and take shorthand, to do filing, and perform
other dominant occupational roles. When she enters a work group in an
organization, new socialization behavior takes place through which she

learns various other roles associated with her occupational situs:. This

L

. Dewe i e

RV P 9 TR




143
new socialization behavior may also vary from informal, unplanned
apprenticeship, to deliberate apprenticeship training, to formal
schooling, depending upon the organizational context.

If all of the specific occupational situses assigned to specific
people in a given society were exactly aiike, pre-work socialization
could prepare the individual for virtually all the roles necessary to
performance of the totral occupational situs. However, most occupations
fit into a wide variety of organizational contexts and prepare a person
for a variety of jobs. It will be necessary for some socialization
behavior to be carried on by the particular organization into which the
occupation fits, after the neophyte enters the world of work. This may
be done through both formal and informal means, using an apprenticeship
system or formal schooling.

Pre-work occupational socialization normally prepares a person
for the first stage in a career pattern. As an individual progresses
through stages in the career pattern, socialization must continue so
that the individual may learn the new positions and roles added to his
occupational situs. This, again, may be done through informal group
means or through formal training.

Recruitment into an occupation may be regarded as beginning when
an individual starts to learn the first behaviors expected of a person
in a given occupation. As the first skills are learned, and the first
norms become known to the individual, in a sense, he is alrzady partially
recruited into the occupation. Recruitment, therefore, must be regarded

as a gradual process that accompanies socialization. It is, in a sense,
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an expression of the same process of socialization over a period of time.
Normally, we speak of a person as having been recruired intc an occupa-
tion when he regards it as a career possibility, or when he actually

assumes active work participation of that occupation. Thus, recruitment

and socialization are part and parcel of the same process through which

the individual gradually becomes committed to an occupation.




CHAPTER X
SOME METHODOLOGICAL NOTES ON THE STUDY OF

OCCUPATIONS

In order to employ the conceptual scheme presented in the preceding
chapters, a combination of research strategies, methodological approaches,
and data gathering techniques must be employad. At present, role studies
do not lend themselves well to quantification. This statement is made
despite the fact that numerous attempts have been made to quantify role
study data gathered through the use of interview and questionnaire

techniques.

The Problem of Occupational Description

At this point in the development of our knowledge of occupations,
and of the application of role theory to their study, the basic methodol-
ogical problem is one of description. How are we to identify the various
roles that comprise the repertoire of behavior assigned to an occupational
practitioner? Having identified these roles, how are we to determine
their content in terms of normative expectations? In another sense,
assuming that we can conceive of occupations as situses containing a
number of positions, how are we to arrive at a description of situs
structure?

Our methodology must be such as to permit us to study an occupation

that is completely unknown to the investigator at the outset. In the

past, too many occupational studies that have employed roie theory have

depended on prior knowledge by the investigator of the occupation, This
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has resulted in the researcher formulating a series of interview
questions or constructing questionnaire items drawn from his own
experience, which in effect asks the practitioners of an occupation to
agree or disagree with his perception of the occupation. Thus, most
occupational studies have been based on interview material gleaned from
questions asked by interviewers who have more or less determined in
advance what they think the content of the occupation is, on the basis
of personal experience or armchair analysis. A methodology that.depends
on prior knowledge of an occupation obviously is limited. It is also,
obviously, based on some form of prior observation of the occupation by
the person formulating the questions to be asked. The methodology posed
here is built around the assumption that we need to safeguard ourselves
against limiting or biasing the data we coliect, by our preconceptions

of occupational content.

Dara Collections Methods

As pointed cut above, the basic methodologizal problem concerned
with the application of role theory to the study of occupations is one of
description. We need to be able to describe in great detail the behavior
carried out by persons who practice occupations, and, simultaneously, we
need to arrive at a means of descriving the norms or behavior expectations
held by themselves and others toward practitioners of the occupation.

In the paragraphs below, the techniques of observation, interviewing,
and questionnaire utilization, as they apply to this problem, will be

discussed.
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Observation

Given the best of all possibie worlds, and unlimited time and
resources at the disposal of tue researcher, one can hardly argue against
observation as a method of obtaining informacion on occupational behavior.
Ideally, to study a given occupation; an observer shouid be assigned to
view the behavior of a sample of occupational practitioners and to
record, in as great det2il as possible, what he sees them do. It is
highly recommended that, in the use of such observation, no biasing
assumptions be made at the beginning of the observation. That is, if
one assumes that all work behavior takes place within a given location--—
for example, within the wallis of a factory--and observation is therefore
carried on only within the confines of a given situation, a great deal
of occupational behavior may be missed. Imnsofar as possible, the observer

gshould record the total behavior of an individual engaged in the occupa-

tion under study and cnly after recording his cbservations should
decisions be made about what parts of the behavior of the individual are

to be included within the occupation and what parts are to be excluded.

Identification of Roles and Positions through Observation

In order to identify positions and roles, the observer should
focus his attention on a number of things. First, he should be careful
z0 record information about the perscns with whom the practitioner of
the occupation comes in contact. This should be done in such a way as
to identify them not by name alore, but by t*~ kinds of positions and
roles they seem to be playing toward the praztitioner of the occupation.

By identifying the individuals with whom the worker comes in contact,
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it should e possible, in analysis, to identify the various groups he
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participates in as a practitioner of the occupation, and thereby to
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identify the positions he occupies within these groups.,

LY

Care should also be taken in recording facts about the time
at which behavior takes place, its locarion in physical space, and in
the surrounding circumstances applying to it. These time and place
}: ; identifications of behavior should aid in ideatifying roles within
; f positions and in separating one work group in which the actor partici-
il é pates from another within which tha same p2rson is cbserved acting as
a participant.

The most difficult aspect of observation will be ts record not

only the acts one sees performed, but to describe, insofar as possible,

the kind of function these acts seem to be performing in the groups

where they take place. The most common problem with observers is their

tendency to record gross observeotioms rather than detailed facts about

what they see-

Precision of Obserwvations

The observations needed for the study of occupational behavior lie
somewhere between the kind of data gathered by the time and motion expert,
who records even small muscular movements, and a gross description, such
as saying the worker is engaged in welding behavior. To say a worker is
welding, is to identify a role or possibly an entire occupation, rather
than to identify the behavior that goes into the occupation. TFor thorough,

accurate, and scientific study, we will need descriptions of how peocple
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weld and what they do in the process, since it is really this that we
are studying.

We are accustomed to making summarizing statements about certain
activities that we regard as commonly understood in society. The
scientific observer, however, should avoid summarizing, especially by
using cultural stereorypes, in favor of greater detail. Too much detail

may be summarized later, but a summarizing statement cannot be broken

down.

The Sampling Problem and Observation

There are two sampling problems with respect to the application
of observation to occupational studies. The first sampling problem is
one of selecting the practitioners of the occupation to be observed.
Sampling theory in statistics deals amply with the problem of selecting
subjects from a population so that generalizations may be made to that
population on the basis of s small sample. Since there seem 1O be no
unique problems jnvolved in the study of occupations in this regard,
standard sampling procedures should be applicable. It should be pointed
out, however, that certain occupations contain such a large variety of
work settings and organizational contexts that to generalize to the
entire occupation wnuld take a very large sample. Caution should,
therefore, be exercised not to generalize beyond the particular subvariety
of occupation being studied, if a small sample is used. For example,
secretaries are employed in so many different kinds of organizational
contexts and work situations, that a very large sample would be necessary

to assure coverage of the entire secretarial occupation.
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Since observation is so Time consuming and costly, it is unlikely
that it could ever be empicyed with such a large sample. Most observa-
tional studies, therefore, will have to ZomSist of studies of a restricted
group of job situations and organizationzl c¢oniexts. For example, only
secretaries employed in academic departments at universities might be
observed. Here the sampling probilem becomes one thatr is manageable in

terms of the size of the university populaticn.

A Time Szmpling Model

A second sampling problem is a much moce difficult one. It
involves the length of time that is deveted teo obsezvation. If an
observer is sent into the fizld to observe, leti us say, the secretarial
occupation in an academic context, the questicn becomes: "How long should
he observe the behavior of each subject before he knows that he has an
adequate sample of the total repertsire of behavior characteristic of
that particular occupation znd that particular setting?” Should he
observe the secretary for ome, two, three days; several weeks; or an
entire year? Should he randomly salect time periods within a larger
time cycle to base his observations on? He knows in advance, from the
theory of cccupations, that individuzals do noi perform all of their
occupational behavior each day, uor do they perform it normally in a
cycle that lasts only a week, but he knows that there are monthly and
annual cycles. How long then, should aw individual observe a given
subject befcre he is sure that he has adequately sampled his behavior?

The writer nas developed z sampling mcdel that may eventually

-~

have some validity for the application of observational techniques to
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these purposes. It is based on the notion that behavior can be breken
down into units called acts or incidents. An act is a unit of behavior
considered to be a complete performance by the actors involved, and
usually occurs as a unit. This has been discussed eariier, where it was
suggested that answering a telephone call on the part of a secretary
represents an act. The act jnvolves responding to the bell, picking up
the telephone, answering, responding to the caller, and eventually
hanging up. After doing this another act might begin, that of typing
a letter, for example. This act would begin with putting paper into the
typewriter, punching the keys, and finally completing the letter, taking
it out of the typewriter and taking it to the boss for his signature.
Obviously, there are difficulties in defining the size and nature
of an act, but iet us assume for purposes of discussion that the total
behavior of an individual can be broken down into units called acts.
Let us assume also, that, at the first moment of observation, the
observer has seen no previous behavior on the part of the individual
being observed. The first act performed will be "new data.” If he
observes for a periocd of time, acts will begin to repeat themselves and
become "old data,” that is, he will have seen the act performed before.
For convenience in shaping the sampling model, let us divide the observa-
tion period into time units numbered from one to N. These time periods
could conceivably be hours, days, or any period of time we wish to use.
For our present purposes, let us assume that they consist of days, and
that during a given day we are going to be able to break down the total

behavior observed and recorded by an observer into unit acts. Let us
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assume also that on the first day no acts repeat themselves. This
obviously would ot occur inm actmal practice. For example, in observing
a secretary, she might answer the telephone dozens of times during the
first day of observation. But lei us assume for purposes of argument
that no act repeats itself. Therefore, on the first day. or.at T-1, one
hundred percent of all the acts can be classified as "new." Let us move
then to the second day of observation and assume that at the end of the
second day's observation we are able to classify the material into unit
acts again and then to compute the number of new and old acts observed
this day. That is, any act performed on the previous day will be
classified as old, and any act not observed on the previous day will be
classified as new. On the second day there should be some repetition of
the behavior recorded on the previous day. Let us say that the proportion
of new acts drops from one hundred percent to eighty percent. Moving to
the third day, we would expect the proportion of new acts to drop still
further, and on the fourth day and fifth days to similarly decreéseg
Eventually, we would expect some point to be reached where the proportion
of new data becomes very small in comparison to oid data.

That is, the observer will only be seeing a small number of new
things as he observes. At this point, a curve has been established that
approaches an asymptote paralleling the base line, as shown in Figure 16.
Once this condition has been reached, further observation will yield very
little new information, and after several days of observation where the
proportion of new data as compared to old changes very little, it can be

assumed that further observation will yield very little in the way of

T T Y T T N T T T

NS | A e bt I oo

. s e

gl




153 I

TIME SAMPLING MODEL

ENEW
OBSERYATIONS
100

0
TIME

FIGURE 16




154
new results. It could, therefore, be stated as a general rule that when
the proportion of new acts levels off, observation of that particular
individual will cease and observation of a new subject will begin. Each
subject will be observed using this same model. That is, having observed
an act on the part of Subject "A" will not result in it being classified
as an old act when the same behavior is observed on the part of Subject
ng "  In order to apply this model, it is not necessary to have the
observation period classified as a day, nor is it necessary for it to be
applied on successive days in the behavior of an individual. In other
words, times 1, 2, 3, and 4 need not be equally spaced and need not occur
on successive days. Some definite advantage could be gained by having
these periods randomized.

It might turn out that cycles will be observed in an occupational
behavior, because the curve will descend for a while and then suddenly
jump up as a new cycle of behavior is begun. For example, suppose
secretarial behavior were being observed, and part of the duties of the
secretary, perhaps in a doctor's office at the end of the month, would
be to prepare the monthly bills for patients., If we began observing at
the beginning of the month, after several days of observation, the curve
of new observation would descend rapidly and begin to level off.
Suddenly, the end of the month arrives and bill-writing kinds of behavior
emerge as brand-new observatiocns. This would cause the curve to take a
sudden jump upward, then rapidly descend again to the earlier level.

Several points can be made by using this time sampling model. It

should turn out that occupations differ in the level at which the time
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sampling curve reaches the asymptote. The curves of some occupations
that are highly routine and repetitive, such as production line work,
should descend very rapidly and level off at a very small percentage of
new observations each day. This is iiiustrated in Figure 17. This
would be true, because each day's work on the part of the preduction
line worker would be almost exactly like the previous day's work. Other
occupations would display an entirely different curve. Instead of
descending rapidly, the curve would descend very slowly and level off
at a much higher level. For example, observing the behavior of a college
professor might result in such a curve, where, in order to get the total
repertoire of behavior, a much longer time period would have to be
expanded in observation. Once the percentage of new observations had
leveled off, there would be a large unaccounted—for variation, where we
did not reduce the number of new observations significantly by continuing
observation for longer periods of time. This would indicate that one
occupation is much less structured and repetitive than the other, and
a great deal of area for variation is left to the individual's discretion.
It could mean that personality, situational, and interactional factors
enter into variations in behavior above and beyond the effects of the
occupational norms.

In a sense then, the rate at which the curve shown in Figure 17
descends and the level at which it approaches the horizontal, may be
used as measures of the structuring of the occupation and its complexity.
Simple occupations should have a curve that descends rapidly, while

complex occupations should have a curve which descends at a much slower
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rate. Also, in addition to this, highly structured occupations should
reach a very low percentage of new observaticans after leveling off,
while very unstructured ones should level oif at a much higher percentage
of new observations made in successive time periods.

Another application can be made of this curve. It can be used
to assess the degree To which personality affects occupational behavior.

Suppose a sample of practitioners of exactly the same occupation were

selected, and their occupational situations and interaction settings were
matched. For each person observed, a similar curve could be established.
Observing one person, we might find that the curve descends rapidly and
levels off at a relatively low point, while with another person it
might descend rather slowly and level off at a higher point relative to

} the total distribution of persons within that occupational field. The
rate at which the curve descends and the level at which it becomes
horizontal then could be used as measures of the effect of personality

on role. Person "A,' as shown in Figure 18, would have a much more

conformist—-type reaction to occupational role expectations than person
ng." His personality might be described as more rigid or structured
than that of person "B." 1In Figure 18, the "average" curve for the
members of the occupation is shown along with the curve for the particular
practitioner being compared to the average. A similar utilization of
this distribution could be made for assessing the effects of situation,

. if personality and occupational role expectations are held constant.

This sampling model does not overcome the difficulties inherent

in observation. These difficulties, aside from those of sensitizing the
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observer and training him tc record tne data, are numerous. First,
observation is apt to disturb the behavior of the individual being
observed and, thereby, modifying it, prcducing biased or unrealistic
data. Second, and perhaps more important, since there is some hope of
cross—checking cbserver effect, its cost is high. It takes one observer
to observa ons person and to adequately record his behavior. Thus,
large sempies are out of the gquestion simply from a time-cost point of
view. What is lost, however; in terms of the size of the sample is
gained ia richness of detail and in the elimination of the parceptual
effects and attitudiral biases introduced by asking a subject to report
his own behavior. It is suggested that observational methods be used in
pilot study attempts to find the limits of occupational behavior and to
assure the investigator of not leaving out of his considerations
significant items which might be missed if questionnaire-interview
techniques were used without being preceded by observational techniques.
A very important point needs to be noted in connection with the
use of observatioa. Norms consist of ideas that people have about how
they ought to act, rather than of actual behavior that is necessarily
observable o a researcher. When one has recorded the behavior of an
actor, he is left with the problem of deciding what part of that
behavior is shaped by the role definitions and norms applying to the
occupation, and what part is affected by the situation, perscnality,
and interaction variables. <% : sampling model and its application
noted above suggest a possible long-run way out of this dilemma. In

observing real behavior, it is frequently the case that statements are
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made by people that reveal their normative expectations. Particular

attention, therefore, should be paid to statements made by individuals

that contain normative prescriptions, such as "You should do so and
- so,”" or "I ought to have done so and so,” or "So and so expects me to
do this, that, or the other."” Furthermore, particular attention should

be paid to sanctioning or sdcial control behavior that may give cues to
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the norms that regulate behavior.

Obviously, the cbserver need not remain entirely silent in the
observational situation. It is perhaps desirable to stage observation
%k % in two phases. In the first phase, the observear merely records what he %
sees without asking questions or entering into discussions with the
;i ; person being observed, if at all possible. In the latter stage, he
- should ask questions and use an unstructured interview technique to

determine how the person views his own behavior and what norms he

thinks apply to it.

Interviewing

Interviews, used for the purposes of constructing descriptions
of occupztional norms or occupational behavior, essentially convert the
subject into an observer for purposes of the study. That is, when one
interviews a secretary with the object of determining what her duties
are, he is asking her to report as an observer of her own behavior or
the behavior of others in similar positions, or to report the kinds of
behavioral expectations or norms that apply. Thus, in a sense, the

interview yields secondary data. It is a report to a researcher of an
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observation made by a subject., and is, therefore, one step further
removed from the reality of occupational behavior than direct observation
would be. It Las obvious advantages for determining normative content,

attitudes, and values connected with the structure of occupations.

The Day's-End Interview

Since interviews in a sense turn the interviewee into an observer,
one direct use of interviewing might be for this exact purpose. An
interviewer may interview an qccupational practitioner in order to get
him to report his activities during a given day or other given time
period. For the sake of convenience, let us call this the "day's-end
interview.” The day's-end interview consists of a series of questionms,
asked by the researcher of a subject, designed to get him to report his
activities during a given day's time. The interviewer begins by asking
the subject what he did wuen he first arrived at work in the morning,
what he did next, and so forth, probing for details of occupational
behavior along the way. Thus, the day's-end interview is substituted
for observation. It has the obvious advantage of saving time on the part
of the observer, and the obvious disadvantage of losing the richness of

the detail and the accuracy that might be possible in direct observation.

Time Sampling and Interviewing ;
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The same sampling techniques suggested above can also be employed
to determine the number of day's-end interviews that are needed with a
given subject before that subject has revealed all of the information he

is likely to give. The day's-end interview has an obvicus defect in that
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it might affect the behavior of the interviewee if he knew in advance
when the interview would te, and thereby be able to modify his behavior.

This same objeztion, however, applies to observation.

s o gy

As a substitute for the day's-end interview, a daily diary might
y y

be used. Both of these techniques require the researcher to train the

interviewee in making observations and reporting them in detail. 1In a

s

sense, the same kind of process would be used as is employed between the i
psychiatrist and his patient. In effect, the psychiatrist trains the
patient to report both to himself and to the psychiatrist the details cf
his own behavior and feelings.

Once a series of day’s-eand interviews has been conducted, or a
period of observations has been experienced, 2 much more efficient

E 7 technique of interviewing or questionnairing may be adopted. At this

MR NI

point, the items necessary for a structured interview or questionnaire

can be drawn from data already collected. Interviews and questionnaires

3

can be used to expand the results obtained from a smail sample, to which
observation or day's-end interview techkniques have been applied, to a
larger sample of individuals, representative of a larger and more general
population. 4t this point, measurement can be introduced into the

definition of roles and specific hypothesis tested.

Questionnaires and Surveys

There are several particularly valusble techniques already
which will aid the student of occupations in identifying

- - — ; -3

positicns and roles involved in the occupations. These techniques are
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usually used in a questionraire-type survey in which respcridenis use

paper and pencil.

Sociometric Surveys

Sl el T Pt E D A Sy By L e F A i B bt i 4

The first of these is a =zociometric survey; designed to Jetermine
the association patterns of the individuzl being studied. In effect,
this kind of survey asks the respondent to report the persons with whom
he interacts during given time periods. It is important to note that
this kind of survey differs from the preference type of sociometry
characteristic of Mareno's work. Here, the objective is to identify the
persons who are in contact with each other, rather than to identify the
emotional reactions that individuals have to each other in terms of
liking or disliking each other. Thus, the subject of an occupational
study would be asked to record those persons with whom he has contact
during a given work day, or work week, and to report something about
them that would ailow the researcher to identify their occupations and
positions within the organization. Such a survey can then be subjected
to an analysis, which will aid the researcher in identifying the various

groups to which the individual belongs, and, within them, the positions

he occupies-

The Social Participation Survey

A similar kind of survey involves the social participation
inventory. This social participation inventory, instead of approaching
the problem of group affiliation by asking about the persons with whom

the individual has contacts, asks about the groups or organizations
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within which he holds membership and something about the qualities of
participation that he has within these contexts. Nermally, the social
narticipaticn survey will elicit information only about groups that have
definite pames or designations, that are well known %o individuals in
society, and particularly to the person being studied. This means
that interstitial groups existing within organizations and groups that
are temporary, or have a shifting membership and have no name, will be
missed in the social participation inventory. It is probably tzue that

elemental groups, in terms of the definitions given above, will appear

more frequently in social participation inventories than will interstitial

groups. Combined, however, the sociometric survey and the social
zarticipation inventory should supply valuable data to aid the researcher
in identifying the various positions involved in a person’s occupational

situs-.

Attitude Scales and Measurement of Norms

Standard attitudinal scaling techniques have frequently been
employed to measure the strength of norms, and little reference needs to
be made to them here. It should be noted, however, that the application
of attitudinal zpproaches to the study of social norms depends for its
efficacy on the items selected, and the same questions can be asked about
items included in such a survey as were asked earlier about observations.
Namely, how does one know when he has a sufficient number of items to
sample accurately the population or universe of norms that apply to a

given occupation? The answer to this question lies in designing such
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scales with knowledge gained from observations that have been subjected

to some kind of sampling criteria, such as those suggested above.

Analysis Hints for Appiving Role Theory to Occupational Research

In conclusion, several points need to be made about the application
of role theory to the study of occupations. It must be remembered that
for each group that a person participates in as a member of an occupation,
he occupies a different position. Each one of these positions contains
a repertoire of roles, depending on the kinds of functions the individual
performs within the group. Roles consist of behavior expectations on %
the one hand, and of acts on the other, which are performed by one |
actor toward another actor in certain time and place circumstances, in
order to perform a given function. Since this is true, roles can be
isolated by using the variables of: (1) time, (2) place, (3) ego and

alter actor, and (4) function. That is to say, a role will consist of

pehavior that is performed within a given time context and in a given
place context, by one actor toward another actor, to get a certain
function performed. Returning to the original comments made about
observational methods, if each act observed is classified in terms of
time, place, ego and alter actor, and function; and then sorted according
to time, place; ego-alter actor, and functional categories, the resultant
collection of acts can usually be jdentified as a role. Thus, the
jdentification of roles from the data collected by observation depends

on keeping an accurate record of these variables.
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It shouid be remembered, that, depending on the purposes of

an occupational study, various levels of detail are warranted. Thie
monograph has attempted to provide a framework for a maximum of detail.
é Tt assumes that a methodology and theory need to exist, through which
minutely accurate and extremely detailed scientific descripticas of
occupations can be made. This is based on the belief that, only when
such accurate descriptions can be made, will it be possible to test
hypotheses about various dimensions of occupations or about different
variables which are related to them. In no given occupational study, g
unless a large amount of time and money were available, would it be
possible to collect all of the kinds of data in the wealth of detail
recommended here. The researcher will have to decide what level of
X accuracy and which level of detail he needs in order to create his
description for purposes of the problem at hand. It should be remembered,
however, that general descriptions should be undertaken only insofar as
they can remain consistent with what we suspect to be the case with
respect to ozcupations, assuming we were able to gather in minute detail

the data upon which the general description rests.




GLOSSARY OF SPECIAL DEFINITIONS

USED IN THIS MONOGRAPH

Active and Latent Roles: An active role is one that is in the process
of being performed by an actor in the present, that is, while
the actor is being observed. A latent role is one that has
been learned by the actor and is therefore stored in his
personality, but is not, at the present, being performed. As
I write these words my author role is active and my role as

lecturer at the university is latent.

Community: A complex system of human behavior or actior that includes
behavior in organizations and detached groups. A community is
a system held together by conjunctive rather than reciprocal

relationships. These relationships are found in interstitial

groups that join organizations to each other or groups outside

the boundaries of organization to the organization.

Conjunctive Relationship: A conjunctive relationship exists when two
people interact as position occupants in order to represent or
perform a function for another group or organization and the

; groups they represent have different and distinect functions.
In conjunctive relationships, actors are not working together
to perform a common function but interacting because they need
each other in order to perform different or even opposing
functions. The buyer-seller relationship is a conjunctive

relationship.
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Elemental Group: An elemental grouvp is one that produces some product,

good, service, or function that it provides its members or
exchanges with other groups for things its members need.
Its members do not represent other groups but perform

differentiated roles in the production of a common product.

Extramural and Intramural Roles: An intramural role is one that requires
behavior totally within a group toward members of that group
alone. An extramural role requires external behavior as a
precondition to internal behavior. In an extramural role,
norms require behavior that forces the actor to leave the group
and perform behavior toward members of another group in order
to secure some needed good, service, or function that is
prerequisite to internal role performance. The father—husband

provider role is extramural in most families in our society

because, in order to play the provider role, a man must have
a job or occupation that furnishes the where-with-all to

provide.

Group: A system of behavior or action performed by actors who occupy
a closed set of positions. This set of positions is such that
each position occupant plays at least one role toward every
other member of the group. Thus, each member is obliged by
role requirements to interact directly with every other member.
This interaction need not take place with every member at once

nor need there bz a common role performed towards all.
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A different role could be performed toward each member.

A group in this sense always consists of a system of direct

relationships and never iacludes indirect relationships.

Interstitial Group: A group whose function it is to join other groups
together in order to make an exchange of products or functions
. possible, to provide a means of coordinating or synchronizing

their activities or to control the potential conflict or

competition between them. Its members are drawa from other
groups and represent those groups in the interstitial

relationship system.

Job: A cluster of positions (and their associated roles) that a person
occupies in a work organization. A job is the situs of the
person in the organization for which he works and includes all
of the positions and roles associated with his employment in
that organization. Some positions may be in interstitial
groups outside the organization and others in both interstitial

and elemental groups inside the organization.

Norm: An idea held by an individual that a certain act is appropriate
to a given set of circumstances. An idea that a given act is
right, proper, wise, efficient, correct, appropriate, justified,
legitimate, or expected in a given behavioral context. Norms
may be shared by a large number of people or may be unique to

a single actor. Norms are usually learned, that is, they are
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acquired through interaction with others who tramsmit the norms

through socialization. Some norms, however, are "invented" by

the actor rather than being transmitted through socialization.

e
-~

There are three classes of norms that relate to three classes

‘““

of behavior: (1) action norms, (2) emotionral ncrms, and
(3) cognative or thcught norms. As a kind of idea, a norm
differs from other kinds of ideas ir that it carries the notion

of how a perscn, for one reason or another, should, ought to.

or is expected to feel, think or act, Other ideas fall in the
class of information, or questions. For example, the statement,
"That plumber has a monkey wrench”, is a statement of fact, a
bit of information. The statement, '"That plumber should have

a monkey wrench'", is normative in contrast. It says what ought
y ’ . y

to be a fact rather than what is a fact. Obviously, the

statement, "Does that plumber have a monkey wrench?" is still
different. Each one of these statements can be made in either
the future, past or present tense. They all correspond to
different classes of ideas. A norm then is one type of idea-
Stated in language terms, it is an idea in the conditional

tense.

Occupation: A cluster of positions normally occupied by a class of
people in work groups, each of which contains a set of roles
defined by occupational norms. In role theory terms, an
vccupation is defined by the average content of work or job

situses of people who perform a cluster of functions in work
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groups. In a sense, a person's occupation consists cf a set
of latent roles that become active only when they are
associated with a job. OCnly those work pursuits for which

people receive pay are considered occupations.

Organization: An organization is a multi-group system in which 2 system

Position:

of elemental groups are joined by one or more interstitial
groups in such a way that every member is linked either
directly, or indirectly to every other member. Within an
organization all relationships are reciprocal, as opposed to

conjunctive, in nature.

The space occupied by a person in a particular group structure

which consists of all of the norms and consequently all of the
roles that apply to that petrson in that one group. A position
consists of the cluster of roles assigned to a single actor in
a single group. There is a different position for each group
in the structure of society. There is only one position in

any single group for an actor. When an actor changes from one
gioup to another he changes positions. An actor, in all but a
Swiss—Family-Robinson type society, occupies many positions-.

In a single organization a perscn may belong to or participate
in many groups and therefore must occupy many positions in that
organization. This means that a man's "job" may involve him
in occupying a cluster of positions. This cluster of positions

makes up a unit of structure called his situs.
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Reciprocal Relationship: A reciprocal relationship exists when two actors .
interact to comtribute specialized roles to the performance of ;

a common function. Their behavior is orented toward the

f accorplisiment of the same good or the production of a common ,

product or function. The relationship between carpenter and

e Lt

carpenter's helper in a work greup is reciprocal.

Role: A set of expected acts or norms that defines the behavior

Wt Mg e
el )

appropriate to performing a given function in a given group.

It consists of a set of norms clustered around a function.

These norms furnish a behavioral "blueprint” or "progrzu" for
how to act in order to perform the function. Thus a role is a

: set of norms for action. In another semse it is a set of ideas
: E about how to act in relation to another actor im a given group
context in relation to a given function. The trpist role for

a secretary consists of a set of normative ideas which specify
the various behaviors or acts that must, or should, be performed
in order to perform the "typist” function in an office. The

real behavior in performing the function in the group is a

product of the role (definition). the personality of the actor,

situational factors that are operating, and the interaction

; that is taking place.

- Role Conflict: A conflict between, or among, NOIMS that apply to the

behavior of a single actor. The conflict takes the form of a

‘ - - - L
logical or moral inconsistency among norms- Two contradictory
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behaviors are both defined as correct or right. In another
form, the behavior required by one norm makes it impossible or
more difficult to perform the behavier required by the other.
This type of conflict involves an inconsistency between two or
more parts of the same culture and is therefore built into,

and internal to, culture.

Role Frustration: A conflict between the requirements of a role in

terms of behavior, and the characteristics of the situation

in which the role is supposed to be performed.

Role Inadequacy: A conflict between the personality characteristics of

an actor, and the requirements of the roles assigned to him.

Role Non-Reciprocity: A condition where the norms or role requirements

assigned to ome actor do not coincide to those assigned to
the person toward whom he is supposed to perform the role.
In interaction, the norms governing the behavior of ego are
in conflict with the norms governing the behavior of alter.

A conflict between culture and interaction exists.

set of positions, all occupied by the same actor in the same
organization. The set, or system, of positions occupied

by an actor in the organization for which he works in his
cccupation, or job, situs. The set of positions occupied by
the same actor in family or kinship groups form his kinship

situs.
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Station: A set of all the positions occupied by a person in society
that includes one position for every group to which he
belongs. A person's total place in society comprised of all
of the positions he occupies at any given time. A parson’s

station, therefore, includes all of his situses.
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APPENIIX A

An earlier version of the preceding monsgraph was used as the
basis for a seminar on The Application of Role Theory to the Study of
Occupatiorns, sponsored by the Department of Sociology and Anthropology,
University of Georgia, and the Center for Occupational Education, North
Carolinz State University. The Seminar was held from January 9 through
11, 1968, at the Regional Office of the U. 5. Department of Health,
Education and Welfare, 50 Seventh Street, Atlanta, Georgia.

The following excerpts froa the program contain a brief description

of the nature and major objectives of the semirar, and a list of the

participants.

Nature of the Seminar

Dr. Fred L. Bates, a sociologist at the University of Georgia,
was commissioned by the Center for Occupational Education to develop a
theoretical framework for studying cccupations utilizing role theory
analysis. Dr. Bates has recently completed a monograph on this assignment
entitled, "The Structure of Occupations: A Role Theory Apprcach." This
monograph served as the basic subject matter for the seminar-.

Participants in the seminar were expected to (1) explore the use
of the "role theory approach” in the study of occupations, (2) assist
the seminar staff in assessing the pros and cons vocational education
and sociology researchers might attach to this approach in studying
occupations, and (3) suggest whut might be needed tc encourage greater

consideration of role theory im occupational studies. In other words,
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the writer and the Center desired to learn from occupational education

researchers the utility of role theory in studying occupations.

The seminar program included opportunities for sharing ideas with

the writer as well as time to meet in

small groups to apply the theoretical

concepts in an occupational study. Hopefully, small groups were able tc

develop research projects on sample occupatiecns which utilize role

theory.

Major Objectives of the Seminar

1.

3.

4.

5.

To explore an approach to the study of occupations utilizing
a "role theory" model.

To develop a better understanding among vocational education
researchers of the utility of “role theory"” in occupational
studies.

To stimulate joint occupational research efforts among
sociologists and vocational education researchers.

To devise research strategies employing role theory in
occupational studies.

To determine what might be needed by occupational researchers

who seek to use the role theory approach.

Program Planners

Fred L. Bates, Head, Department of Sociology and Anthropology,

University of Georgia, Seminar Director.

C. Douglas Bryant, Assistant Professor, Department of Agricultural

Education, North Carolina State Umiversity.
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Harold L. Nix, Associate Professor, Department of Sociology and

Anthropology, University of Georgia.

Charles H. Rogers, Coordinator, Services and Conferences, Center

for Occupational Education, North Carolina State University.

Participants

Fred L. Bates, Head

Seciology and Anthropology Department
University of Georgia

Athens, Georgia

Alvin L. Bertrand :
Sociology and Rural Sociology Departments
Louisiana State University

Baton Rouge; Louisiana 3

David Bjorkquist

Department of Vocational Education
Pennsylvania State University
University Park, Pennsylvania

C. Douglas Bryant

Agricultural Education Department
North Carolina State University
Raleigh, North Carolina
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Fairchild Carter

Business Administration
North Texas State University
Denton, Texas

John K. Ccster

Center for Occupational Education
Nerth Carolina State University
Raleigh, North Carolina

William E. Drake
Education Department
Cornell University
Ithaca, New York

Al Garbin
Center for Vocational and Technical Educafion

Ohic State University
Columbus, Ohio




William L Huli

Agriculrural Education Dzpartment
Oklahoma State University
Stillwater, Oklahoma

Dr. Phyllis K. Lowe
Education Department
Purdue University
Lafayette, Indiana

Charles V. Mercer

Department ot Sociology and Anthropology
North Caroliina otate University

Raleigh, North Carolina

Harold L. Nix

Sociology and Anthropology Department
University of Georgia

Athens, Georgia

Robert E. Norton

Vocational Education Department
University of Arkansas
Fayetteviile, Arkansas

Robert L. Praterxr

industrial Education Department
Texas Southern University
Houston. Texas

Agnes F. Ridley

Home Economics Education Department
Florida State University
Tzallahassee, Florida

Charles H. Rogers

Center for Occupational Education
North Carolina State University
Raleigh, North Carolina

Waldor E. Thalleen
Division of Vocational Education Leadership Services

State Department of Education
Atlanta, Geoxgia

James E. Wall
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Research Coordinating Unit of the Social Science Research Center

Miszissippi State University
State College, Mississippi
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Discussion of the Seminar

The seminar was designed as a forum in which the participants
could examine ané discuss the implications contained in the monograph.

In order to facilitate this discussion the participants were divided into
three small work groups. Each group was provided with a guide to the
appiication of rcle theory concepts to the description of occupational
structure (Appendix B), and allowed to retire, to seek its own conclusions.
The comments and criticisms produced by each of these work groups have
been instrumental in determining the final form of this moncgraph. Many
of the points raised were either satisfactorily answered at the time, or
subsequently corrected in the manuscript. Some of the points wili be of
interest to the reader who wishes to know what effect the seminar had on
shaping the final form of the monograph. In the following paragraphs we
will attempt to recount some of the contributory points- Several of
these should serve as a caution to those intending to use the Role Theory
Approach in research involving occupations.

One of the major questions raised by the work groups was that of
the application of the Role Theory Approach to different kinds of occupa-
tions. Some participants felt that the behaviors identified through role
theory appeared to be largely social, and may overlook the technological
aspects of the occupation, although others contended that role theory
could satisfactorily define technological behavior. Furthermore, roles
which are difficult to perform may not require regular performance, They
must be most vital, but not appear very often. The researcher should

take great care not to ignore some vital activities simply because they
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are performed infrequently. The work groups also pointed out the
necessity for a clarification of the definition of function and the
necessity for a clear distinction between role and function. It was
agreed that any researcher using the Role Theory Approach should have

to settle on clear operational definitions. All of the groups agreed

on the necessity for a glossary of terms, in order that those terms

having special usage in this monograph could be better used by researchers.
Such a glossary has now been provided.

A request was made for some prefatory material of a historical
nature which would give the reader some idea of the manner in which this
theory grew out of traditional theoretical frameworks. The present
preface to this monograph is a direct result of that request, and should
serve to orient the reader to the historical framework for the present
paper-

Another question was raised concerning the Model of Behavior
Causation (See Figure 1), and the manner in which perception and motivation
fit into this model. Although these concepts do not appear in the model,
the reader should understand that they are considered within the
personality variable of the model. These constructs are psychologicgl
in nature, and are perhaps best left to professionals in that field for
more extensive descriptions. For the purpose of this monograph, it
should be understood that these constructs are recognized implicitly,
however, they are not expressed in the model.

There was general agreement among the participants that the Role

Theory Approach had a great deal to offer to study and research in
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occupational behavior. This approach seems to move ahead of the

traditional job analysis, task—oriented approach, into the personal-

social realm of human behavior. The strategy has several implications

for assessing occupational behavior against a backdrop of change. It

has implications for individuals who keep changing jobs: What is the

relationship, if any, between job satisfaction and the need to fulfill

potentialities for greater situs development? When the human relations

of role theory is articulated with task analysis concepts, perhaps the
construction of curricula for specific occupations can be improved.
Delineating occupational behavior explicitly could result in more

successful recruitment of individuals into occupations, resulting in

greater job satisfaction. Furthermore, it is to be hoped that the Role

Theory Approach will be useful for studying a wide range of occupations.

The approach was designed to allow a comparative analysis of a wide range

of occupations, using a common terminology. Depending upon the depth of

jts use, it can provide a precise way of ordering the descriptions of

various occupations in order to be able to compare them on certain

points.

In general, the discussion was enthusiastic and optimistic about

the use of this theory for research in occupations. It is to be hoped

that the reader will also fi . something of benefit to his own interests

in these pages.
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APPENDIX B
A GUIDE TO THE APPLICATION

OF ROLE THEORY CONCEPTS TO THE
DESCRIPTION OF OCCUPATIONAL STRUCTURE

Introduciion

The following outline presents a set of questions and information
items useful in obtaining snd classifying data to be used in arriving at
a preliminary "seat of the pants" description of the role structure of an
occupation. More fermal methods should obviously be employed if a high
degree of precision and accuracy are desired.

I. Identifying the complement of positions which make up an
occupational situs-

A. Questions which lead to the identification of positions.

1. Who does the actor interact with in carrying out his
full occupational behavior?

a. Within his jmmediate work group(s)-.

b. Within his organization but in other work groups and
offices.

c. Outside his ozrganization in acting as client or customer
of other groups or organizations.

d. Outside his organization acting as a salesman or
professional toward others as a client or customer.

e. Outside the work organization but in occupational
associatrions or interorganizational consortiums such
as labor unions, professicnal societies, trade
associations, ete.

2. Of these persons with whom the actor interacts, which form
distinct groups distinguishable from other groups-

a. Groups represent closed interaction systems in which
every member interacts withk every other member.

b. The actor will participate .'n two kinds of groups:
(1) elemental groups; (2Z) inrerstitial groups.

(1) Ordinarily his primary work assignment will be
in an eiemental group.

(2) His between group associations will be in
interstitial groups.
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For each different group which can be distinguished
there will be one position in the occupational situs
of the actor.

Identifying the roles which form the structure of a single

position.

A. Defin <icn of a role: a set of behavior patterns organized
around a function that one actor performs toward another actor
in a single group-

B. Questions which lead to the identification of roles.

1. What functions are assigned to the actor in the group?

ae.

b.

C.
d.

e,

Can the functions be performed separately, i.e., could
two different actors conceivably perform the fuactions?
Can the functions be performed in different segments

of time?

Can the functions be performed in different locations?
Do the functions require a different set of objects

or equipment?

Are the functions perfermed toward different actors?

C. If the answers to ail the questions from a-e above are "yes,"
then it is certain that two functions being considered are the
focus of different social roles. If any one of them 1s crue,
it is likely that two rcles are distinguishable.

2. Are their recognized occupational designations for
different clusters of activities performed by the same
actor in the group? (As in the case of the secretary who
is a "typist," "stenographer,” "file clerk," "receptionist.”)

de

Do such designations refer to part of the duties
associated with 3 person’s activities in a group rather
than all of them? If the designation refers to ali of
his duties, we are dealing with a positional title.

If it deals with part of them, we are either dealing
with a role or part of a role.

Are their recognizable role designations as described

in "a" which can be identified for "alter" positions.

If so, there must be an "ego" role which is complementary.
For example, if I determine that there is a role of
cashier in an alter position to which a welder position
is related, there must be some role in the welder
position which is complementary to cashier or pay—-clerk,
for example, "employee."




184

III. Identificaticn of norms or role recuirements associated with an
occupational position.

A. Norms are the basic elements of roles in the occupational
structure. They amount to "expected," "prescribed," or
"appropriate" behavior.

B. Questions useful in identifying norms.

1. How is the actor supposed to act in order to perform
the functicn around which the role is organized?

a. What activities is Le supposed to pursue with respect
to physical objects?

b, What activities is he supposed to perform with respect
to social objects (other people)?

2. How is the actor expected to "feel" about various activities
and objects in his work situation? (What emctional states
are expected of him?)

3. What beliefs, ideas, and information is the actor supposed
to employ in carrying out his behavior with respect to the
function?

IV. Description of situs structure.

A. Definition: the occupational situs consists of ali the
positions containing all of the roles a person perfsrms in his
job. These positions have definite connections with e€ach other
through the existence of extramural role relationships. That
is, a role in one position requires a person to perform roles
in another position as a requisite for its performance. There-
fore, to describe situs structure completely, it is necessary
to identify extramural roles and their connection.

B. Roles which require a person to obtain supplies, informationm,
decisions, or other needed resources from outside the group cr
to "export"” one of these from the group are extramural roles.
Roles which require supervision from outside or coordination
with outside activities are typically extramural roles.

C. No position in an occupational situs can be completely cut off
from other positions in the situs. They must be connected by
extramural role relationships to be included.

D. It is not required. hcwever, that every position have a direct
extramural link to every other onz.
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V. Dealing with structural viariables associated with situs structure.

A. The spacial dimension or vaciable: positions and roles
composing the structure of a situs have definite spacial
coordinates--i.e., the behavior required is locatable in
terms of specific situations This leads to some of ths
foliowing questions.

1. Within a position, are all of the roles played in the
same location, or ave tney played in different locations?

-

2. How widely are roles dispensed in terms of situaticna:
coordinates?

3. How do situatiors differ in objecr content——are all roles
played in the presence of the same set of objects, or do
objects change as well as locatioz in space?

B. Time dimensicn variable: the roles composiug occupational
positions are not all performed at the ssme time but display
definite activity~lstency pattzrns. Some guesrions in this
regard are:

1. Do roles have a definire sequence or cvle of performance
or are they phased on a different basis?

2. Which roles seem to be active for the greatest periods of
time, and most frequently?

C. Role dominance: roles are not concidered egually important.
Some are valued more highly than others. This raises the

following questions:

SRR R L

1. Which roles zre coansidered most important by various
classes of actors?

2. How is role dominance related to the location and timing
variabies?
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